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CHAPTER I
INTRODUCTION

The issue of improving the quality of education in inner-city schools is
one that has existed for some time.

Today, with an increased awareness of

the value of education as an aid that can be used to help correct many social
problems, the quality of education offered has become a matter of great importance.

The following sentence emphasizes this point:
Perhaps the most critical issue now facing educators and
their communities is the development of successful educational programs for the children of the poor, whether they
live in urban ghettos, depressed rural areas, or on remote
Indian reserva~ions.l

Accompanying this greater awareness are demands that something be done immediately to ameliorate this situation.

Complaints are heard from all segments

of society; parents, students, newspapers, private industries, governmental
agencies and civic groups. 2
In addition to the opinions of the groups mentioned above, another expression of this dissatisfaction can be understood by the statement made by
some teachers assigned to inner-city schools that colleges and universities
have not properly prepared them to teach successfully in these schools.

Their

l. The Education Professions ~Washington: U.S. Department of Health, Education,
and Welfare, U.S. Office of Education, 1969), p. 100.
2
· Beatrice M. Hill and Nelson S. Burke, "Some Disadvantaged Youths Look at
Their Schools 11 • The Journal of Negro Education, XXXVII (Spring, 1968),
pp . 135 -139 •

major grievance seems to be that their preparation for teaching was directed
towards an idealized middle class situation.

Levy's remarks clearly illustrate

this position:
As to my reactions to Harlem teaching, let me say that I
was initially unprepared and totally at loss. My experiences
at Harvard were centered mainly on curriculum improvements
(or ·~ow to get College Level Concepts down into the Elementary
Schools') and around middle-class suburban children. Harvard's
assumptions, methods, and approaches simply did not prepare me
at all and are totally irrevelant to the lower-class urban
Negro children I am teaching.3

In an attempt to improve this type of instruction offered in the innercity, a plethora of material pertaining to suggestions that will aid in improving the education of so-called disadvantaged or culturally deprived
children has been formulated, discussed and published.

Although there are

very definite dangers inherent in the practice of labeling any group as disadvantaged, the practice has wide usage.

Crow and others discuss the question

of whether in inner-city student, the average teacher working in an inner-city
school or both should be considered disadvantaged:
Both teachers and children are disadvantaged with respect
to each other. The teacher may have a college education
which gave little or n.e attention to the handling of such
children. As members of the middle-class, the teachers do
not grasp the nature and needs of their charges.4
3 · Betty Levy, "An Urban teacher Speaks Out", in Educating the Disadvantaged
Learner: Part II of the D~sadvantaged Learner, ed. Staten W. Webster
~an Francisco:
Chandler Publishing Company, 1966), p. 430.
4
· Lester D. Crow, Walter I. Murray, and Hugh H. Smythe, Educating the Culturally Disadvantaged Child: Principles and Programs, (New York: David McKar,
Inc., 1966), p. 94.

The matter of the harm that can develop from over generalization in this area
is presented by Clift:
The tendency to lump all .. children of a racial ghetto under
one heading of 'culturally disadvantaged' and to label them
as therefore limitedly educable leads to the development and
implementation of education procedures which stunt the ability
of the child to learn and results in the self-fulfilling
prophecy that they cannot learn. If it is assumed that a
child cannot learn, he will not learn.5
Other objections to the practice of labeling a group of children culturally
disadvantaged or deprived are also voiced by Bernard Mackler and Morsley G.
6
Giddings, Ernest H. Austin, Jr,, 7 Richard M. Bossone, 8 and Marcia D. Zwier. 9
With these limitations in mind, the material in this area which generally
presents characteristics that are assumed to be possessed by inner-city students, personal characteristics that a person should have to be a successful
teacher in the inner-city, and definite programs that should be used for the
education of effective teachers for inner-city schools can be considered.

5 · Virgil A. Clift, "Further Consideration in the Education of the Disadvantaged", The Educational Forum, XXXII (January, 1970), p. 228.
6
• Bernard Mackler and Morsley G. Giddings, "Cultural Deprivation: A Study in
Mythology", in Education and Social Crisis: Perspectives on Teaching Disadvantaged Youth, eds. Everett T. Keoch, Jr. and others (New York: John
Wiley and Sons, Inc., 1966), pp. 393-398.
7· Ernest H. Austin, Jr., "Cultural Deprivation-A Few Questions", in Education
and Social Crisis: Perspectives on Teaching Disadvantaged Youths, eds.
Everett T. Keoch, Jr. (New York: John Wiley and Sons, Inc., 1906), pp. 399402.
8. Richard M. Bossone, "Disadvantaged
'
Teachers in Disadvantaged Schools", Contemporary Education, XL! (February, 1970), pp. 183-185.
9
· Marcia D. Zwier, "Disadvantaged Child-or Teacher", Education, LXXXVI II
(November, 1967), pp. 156-159.

..
Teacher recruitment is very closely connected to the educational situation in
the inner-city.

At the present time various articles and reports are appearing
in print to state that the national teacher shortage has ended. 10 But inner-

city schools, as in the past, ' still suffer from an acute teacher shortage.
If this inner-city teacher shortage is not of a quantitative nature, it is definitely one of quality.

Davies studied the teacher supply and demand situatior

and concluded:
There is very real danger that these not unexpected limited
surpluses will blind us to the fact that in several important
subject areas, at some grade levels, in specific kinds of
schools and in certain geographic regions of this Nation,
critical shortages of adequately trained personnel still
exist •••• Schools in low-income areas continue to be manned
in many cases by personnel emotionally unprepared and academically untrained to work effectively with youngsters in
these commi.mities.11

Even with the "shortage", .clear thinking educators and many residents of the
inner-city demand teachers who are aware of the special needs of inner-city
schools and are capable of meeting these needs.

To meet the demand for

properly trained teachers for inner-city school systems have attempted to establish special teacher training programs that will equip teachers to teach
successfully in inner city schools. The Bridge Project12 and the Hunter

10 • George D. Fisher, "General Shortage Over", School and Society, IIC
February, 1970), p. 70.
'
11. Dan Davies', The Teacher Number
Game", American Education, VI (October,
1970). p. 7.
12.
The Preparation of Teachers for Schools in Culturally Deprived Neighborhoods (The Bridge Project), (New York: Cooperative Research Project i\o, 935
Queens College of the City of New York, 1965).

13
College Program are two examples of programs especially structured to prepare teachers for inner-city teaching •.
Because of the ever

increasin~

clamor for the improvement of educational

opportunities in inner-city schools, during recent years the Federal Government has provided financial support for programs specifically designed to help
schools that serve students living in poverty areas.

Since 1965 Title XI of

the National Defense Education Act has provided funds for the establishment of
swmner institutes to train teachers of disadvantaged pupils.

In 1966 the

United States Office of Education with money from Title XI of the NEDA entered
an agreement with Ball State University of Muncie, Indiana to establish a
National Institute for Advanced Study in Teaching Disadvantaged Youth.

The

purpose of the National Institute is to gather and disseminate information pertaining to instruction of disadvantaged children.

Additional federal aid to

local school districts with large numbers of low-income families was provided
by Congress in 1965 under Title I of the Elementary and Secondary Education
Act.

The major aim of ESEA Title I is to encourage school districts to develop

and to extend special programs that will aid students from low-income families.
In certain instances some of the other titles under the ESEA bill also have
application to attempts to improve the kind of education offered disadvantaged
youth.

Another example of the Federal Government trying to offer assistance to

local districts with a heavy concentration of low-income families is the
Teacher Corps Program.

Additional information pertaining to the Teacher Corps

Program will be presented in the following sections.
13
· Vernon F. Haubrich, "Teachers for Big-City Schools", in Education in Depressed Areas, ed. Harry A. Passow (New York: Bureau of Publications
Teachers College of Columbia University, 1963), p. 249.

A Brief History of the Teacher Corps
The Teacher Corps as it exists today has evolved from the ideas and goals
of many different people

involve~__ in

either education or government.

In 1964

John Kenneth Galbraith spoke of a desire to form a corps of dedicated teachers
to go into the poverty areas of our country to provide excellence in instruction.

Senator Gaylord Nelson of Wisconsin and Senator Edward M. Kennedy of

Massachusettes in 1965 introduced separate amendments to the Higher Education
Act of 1965 for the purpose of establishing a National Teacher Corps.

Later in

1965, at the NEA convention, President Johnson announced that he would submit

legislation to Congress to establish a National Teacher Corps under the provisions of the Teaching'I>rofessions Act of 1965.

Johnson's ideas can be seen

in the following statement:
The Teaching Professions Act of 1965 will establish. first.
a National Teacher Corps. Members of the Corps - experienced
teachers and students who plan to make teaching a careerwould go together to city slums and to rural areas of poverty
to offer what these troubled regions need most: light and
learning help and hope ..•• 14
·
The Senate and House created the Teachers Corps under Title V-B of the Higher
Education Act of 1965 by combining the amendments presented by Senators Nelson
and Kennedy.

But when the appropriation bill to finance the Higher Education

Act was passed by Congress, no money for the National Teacher Corps was ineluded because of resistance to the corps that had developed in Congress. After
constant prodding from Preside~t Johpson, Congress, in a secondary appropriatio1

14

• Samuel E. Pisaro, "National Teacher Corps: Win, Lose or Draw?", Phi Delta

Kappan, !IL (December, 1966), p. 163.

bill passed in May, 1966, provided funds for the balance of the 1966 fiscal
year.
Although Congress only appropriated 7.5 million dollars of the 64 million
...

-

authorized, immediately universities and local school districts submitted proposals for local teacher'corps programs.

During the first year, slightly over

one thousand Teacher Corps members worked in one hundred eleven school
in twenty-nine different states.

district~

Since the Teacher Corps was designed to pro-

vide two years of training, it was necessary to request from Congress additional funds for the second year.

On June 29, 1967, one day before the original

proposal would have ended, President Johnson signed the Education Professions
Development Act which would include provisions for the continuation and extension of the Teacher Corps.
The Teacher Corps part of the EPDA bill furnished 135 million dollars for
a three year extension.

Provisions in the new bill also included a few changes

such as dropping the word National from the title of the Teacher Corps.

This

alteration was an effort to reduce some of the opposition that had developed
because of a fear by some Congressmen that the Teacher Corps would become an
agency of the Federal Government to control local education.

Individuals,

knowledgeable about the program, such as Representative John Brademas, of
Indiana, felt this was an unnecessary, but not fatal, change.

A statement by

Brademas on this matter follows:
.

Although Teacher Corps ~rojects were always initiated by
school districts on a voluntary basis - Teacher Corps members could be hired, fired, or reassigned by the local
schools themselves - many in Congress feared "federal control of education through the program. Under the new
legislation the U.S. Office of Education has been relieved

of its former responsibility to recruit, select, and
train members of the Corps. This authority is turned
over to universities and local school districts, with
the state supervising.15

.--

The Aims, Structure, and 0peration of the Teacher Corps
"Teacher Corps is a program designed to recruit and train college graduates or upper classmen to be teachers in schools that serve children from
•
f ami• l'ies II . 16 The previous sentence succinctly presents what is
low-income

probably the main objective of the Teacher Corps Program.

Related to the

objectives mentioned above are two other important goals that are presented in
the following statement.

"Its purpose as stated in the legislation is to

strengthen the educational opportunities available to children in areas having
concentrations of low-income families; to encourage colleges and universities
17
to broaden their programs of teacher preparation",
To achieve these objectives the National Office of the Teacher Corps
evaluates proposals developed by local school districts in cooperation with
colleges and universities.

A joint effort by the university and school dis-

trict is required because it is felt that close cooperation between the two
organizations will produce a program specifically suited to local needs.

When

writing a proposal it is required that representatives from the State Depart-

15 • John Brademas, "View from Capitol Hill: Teacher Corps," Grade Teacher,
LXXXV (October, 1967), p.'1s.
16 · Teacher Corps Guidelines: Conference Draft (Washington: U.S. Department
of Health, Education, and Welfare, Office of Education, 1968), p. 1.
17 ' Ibid.

•

ment of Education of Education, faculty members from local schools, parent
or representatives of the conununity, .and representatives from any cooperating
community agencies be contacted during the planning stage.

It is especially

important to communicate with the State Office or Department of Education
since the National Office of the Teacher Corps will not approve a program that
is unable to receive approval from the local State Department of Education.
Individual school districts, together with universities, have the freedom
to utilize creative apJ>Toaches and fresh ideas in developing their programs
as long as they abide by the National guidelines established for the Teacher
Corps.

The proposal must provide opportunities for Corps members to work in

schools attended by students from low-income families, to work in the school
conununity, and to pursue college level work leading to a bachelor's or master's
degree, depending upon whether the program was designed for under-graduate or
graduate students.

In a few instances non-degree programs are established.

A

team structure is utilized in the operation of the Teacher Corps with one experienced teacher serving as a leader for five to eight beginning teachers.
Teacher Corps guidelines forbid Teacher Corps personnel to be used to replace
other teachers in the school district.

The function of the Teacher Corps Team

is to provide additional service for the school.
A section on definition of terms is included to aid in a better understanding of some of the terms that are unique to the Teacher Corps Program and
also terms that are used in the Chicago School System.

'

Definition of Terms
1.

Chicago Consortium of Colleges and Universities - a group of colleges

and universities in the Chicago.. ~rea (Chicago State College, Concordia Teacher
College, DePaul University, Loyola University, Northeastern Illinois State
College, Roosevelt University, University of Illinois, Circle Campus, and
Governor State University) that join with the school systems of Chicago and
Maywood, Illinois to sponsor Teacher Corps training programs.
2.

Teacher Corps Intern - an individual who enrolls in a two year pro-

gram coordinated by a local school system and a college or university designed
to train people to become effective teachers in poverty areas.

Based on na-

tional guidelines the following is concluded, "Interns must have a strong
interest in preparing for a career in the education of the disadvantaged 11 • 18
In Chicago the two year program leads to a master's degree from one of the par
ticipating colleges or universities.
3.

Teacher Corps Team Leader - a teacher with a master's degree and at

least five years of teaching experience who has demonstrated by performance
that he is a superior teacher.

Besides being a superior teacher, a team

leader should possess the ability to provide leadership, guidance, and supervision for the interns as they develop their potential as teachers.
4.

Community Work and Involvement - Corps members, under the direction o

the team leader, have to work with community agencies, school parent groups,
or visit

home~

of parents in,the school community. The purpose of these varied
'
activities is to help the interns gain a better understanding of the community
lS. Ibid. p. 4.

and students.

A secondary objective of conununity work is to encourage parents

to become active in school related activities.
5.

Preservice - the orientation program usually held during the sununer

where the intern is given the opportunity, through course work, counselling,
and field experience in poverty areas with school children and community agencies or individuals, to ascertain if he can relate to the disadvantaged child,
work as a member of a team, and has the necessary motivation to work in a poverty area.

During this period all Corps members have a provisional status and

evaluation of the program by the intern and of the intern by the administrators
of the program is to occur.
6.

Inservice - the balance of the two year Teacher Corps Program which

follows preservice.

During this period the intern is involved in three dif-

ferent types of activities which are supposed to be interrelated and supportive
in nature:

coll_ege course work directed toward teacher certification and a

degree, work in a school in a low-income area, and community work with a school
or neighborhood agency.
7.

Internship - the period during inservice when the Teacher Corps Intern

works under the direct supervision of a regular classroom teacher.
is similar to a student teaching situation.
ship for the entire inservice period.

Internship

Some individuals remain in intern-

During the period covered in this dis-

sertation the compensation for interns was seventy-five dollars per week or
the beginning salary paid teachers in the local school system, whichever was
lowest.

s.

'
Externship - usually the second year of inservice when the Teacher

Corps Intern has full responsibility for a class.

The corpsman is the teacher

of record and is employed and paid by the local school district as a full time
substitute teacher with the same duties and responsibilities as any other
teacher.

During externship the Teacher Corps member still receives help and

guidance from the team leader; furthermore, he is required to continue the
community involvement and course work toward his degree.
9.

Cooperating Teacher - the teacher in charge of the class where the

individual interns work.

Although the Teacher Corps is structured on a team

basis, in the majority of schools the Corps members work in separate classrooms when engaged in instruction.
10 •. Teacher - in this study the teacher, as opposed to the cooperating
teacher, is a faculty member who is employed at one of the schools where the
Teacher Corps interns served their internship, but did not have a Corps man
working in his classroom.
11.

Inner-city School - this term refers to a school that qualifies under

the federal

guideline~

to have a Teacher Corps team assigned to the school.

Customarily Corps members are assigned only to schools enrolling fifty percent
or more of their students from families with incomes of less than three thousand dollars a year.
12.

Provisional Teacher - an individual who has been granted a provisional

certificate to teach in the Chicago Public Schools.

A provisional teacher does

not have the hours in professional education that are usually required.

But

he must have a bachelor's degree from an accredited institution of higher

'

learning, agree to enrolf in specific professional education courses to accumulate twelve hours during the first year of teaching, and also accept assignment where needed.

Purpose of the Study

111e primary purpose of this

~Jl,lfestigation

was to ascertain the extent

that the Chicago Teacher Corps Program was able to attract and retain able
and dedicated people into the career of teaching in inner-city schools.

The

degree of success in achieving this goal is important because at the national
and local level this is probably the single most important objective of the
program.

To substantiate the validity of this study, the retention rate and

attitudes of a control group of provisional teachers assigned to the same
schools as the Teacher Corps interns were compared with that of Corps members.
Provisional teachers were selected to form the control group because they were
similar to Teacher Corps interns in that they usually had a liberal arts backgrou~d,

and had not taken formal education courses in college, and only later

in their college career or life expressed an interest in teaching.
111e preparation of Teacher Corps interns utilized much of the material
developed in recent years concerning education of disadvantaged children.

On

the basis of the extensive preparation of Corpsmen, the study tested the following four hypotheses based upon the ideas of authorities in the field of
inner-city education.
1.

When compared to provisional teachers assigned to inner-city
schools, members of the Teacher Corps possessed a stronger
commitment to work in the inner-city, and had a higher rate
of acceptance of regular assignment to inner-city schools.and
remained longer.

2.

Because Teacher Corps interns have been provided with special
training to teach successfully in the inner-city they were
more competent in the areas of management and control of the
inner-city classroom than provisional teachers assigned to
inner-city schools.

3.

Because the Teacher Corps program is based on a close relationship between the local school system and the participating colleges and universities, in comparison to provisional teachers, Teacher Corps interns were able to
provide a better instructional program for inner-city students •
...

4.

-

In terms of having a positive attitude toward inner-city
students and a belief that inner-city students have a potential on a par with other students, members of the Teacher
Corps possessed a more optimistic attitude than provisional
teachers.

For purposes of statistical treatment these hypotheses will be restated as
null h)rpotheses,

In this form they are:

la. There was not a significant difference between the retention
percentages for the Teacher Corps interns and provisional
teachers.
lb. There was no significant difference between Teacher Corps
interns and provisional teachers when a comparison of their
stated reasons for working in the inner-city was made.
· 2a. There was not a significant difference between the Teacher
Corps interns and provisional teachers in their evaluation
of the type of courses they were required to take.
2b. There was no· significant difference between the Teacher Corps
interns and provisional teachers concerning what they considered
areas of major classroom difficulty for them.
3.

There was no significant difference in the type of instructional
program provided for inner-city students by provisional teachers
or Teacher Corps interns.

4.

There was not a significant difference between provisional
teachers and Teacher Corps interns with respect to their
attitudes toward inner-city students and the ability of
inner-city students to succeed.

'

Also the study concentrated on the differences in background and motivation, if any, of Corps men to determine from their success, failure, and
future plans if certain characteristics can be used to provide direction for

recruiting only those individuals

fo~

the Teacher Corps Program who possess

attributes that point toward their becoming successful teachers in inner-city
schools.
Finally, in line with the purpose presented above, an attempt was made
to ascertain the manner in which Teacher Corps men working in Chicago Public
schools saw their role.

The perceptions of the Corps members were compared

with those of administrators, cooperating teachers, former team leaders, and
repre~entatives

of community organizations to see how they agree or disagree.

Limitations of the Study

This study was confined to an investigation of two cycles of the Teacher
Corps Program in one particular large city.
To facilitate the evaluation done by principals, team leaders, and teachers some of the questtons on the questionnaires were structured to obtain a
general rating of members of the Teacher Corps team as a group rather than an
individual rating for each member of the Teacher Corps team.

A more precise

measure probably would be obtained if a rating for each individual Corps member was sought, but for the purpose of this study an accurate evaluation can
be obtained by seeking the reactions of individuals to the team as a whole.
Also, many of the questions on the questionnaires were on a three point scale
(large degree, moderate, and

c~pletely

lacking).

A four or five point scale

would have required a higher degree of discrimination with respect to the
choices.
Although seventy-three interns returned completed questionnaires (return

rate of sixty-six percent) it was difficult to contact some of the interns who
had left the Chicago School System for follow-up interviews because many of
them had left the Chicago area.

..-

,...

'

CHAPTER II
REVIEW OF RELATED LITERATURE
To simplify matters the rev_lew of related literature is divided into
three main sections.

The first major area centers on books, articles, and

other material developed by authorities in the area of education of the
disadvant_aged.

Some of their ideas and proposals for necessary steps to

improve educational opportunities for lower-income_ groups are presented.
Reports, studies, and invest_igations concerni_ng teacher recruitment, teacher
retention, and teacher supply and demand, especially as they related to the
inner-city, is the focus of the second main area.

The last section is devoted

to literature specially related to the Teacher Corps Program.
Trends in Inner-City Education
An

important characteristic usually associated with teachers who are

considered successful instructors is the matter of commitment or devotion to
one's job.

Harry A. Passow,_ a writer of several books ·and articles pertaining

to inner-city education, feels that it is absolutely necessary for effective
teachers in low-income areas to have a strong commitment.

"Whatever other

modifications are made. in programs, practices, materials, and services, the
most significant improvements in schools in depressed areas depend on the
recruitment and retention of staffs of competent committed teachers. 111
Passow's statement is sustaine4 by Kornberg's idea that commitment is
especially vital for teachers employed at inner-city schools.
1

Kornberg

• Harry A. Passow, ed. Education in DeSressed Areas (New York: Bureau of
Publications, Teachers College Colum ia University, 1963), p. 237.

considers the role of the teacher in the inner-city and concludes:
It is rather a quality of feeling about one's work - a
professional's intense commitment to his role and objectives. Unless the teacher has this commitment, I do not
think he will survive ~]le pressures in such a school.2
Other writers in the field of inner-city education such as Strom, 3 Goldberg, 4
5
6
Riessman, and Taba also strongly support the position that a 'positive
commitment is a necessity for successful teachers at inner-city schools.
A point that must be discussed in r_egard to commitment is the difference
between a true commitment based on a realistic evaluation of the situation
and an idea of one serving as a missionary to an inner-city school.

Dorothy

McGeoch and others refer to this point and reach this conclusion:
Let us make no mistake - not every young person with high
purposes and a desire to serve will make a successful and
satisfied teacher of disadvantaged children. Starry-eyed
idealism and unrealistic aspiration can be defeating as
uncertainty and rejection.7
2 • Leonard Kornberg, "Meaningful Teachers for Alienated Children," in
Education in Depressed Areas, ed. Harry A. Passow (New York: Bureau
of Publications Teachers College Columbia University, 1963), p. 271.
3 · Robert D. Strom, The Inner-Cit Classroom: Teachers Behavior
(Columbus, Ohio: Charles E. Merrill Boos, Inc., l
, p. 107
4 · Miriam L. Goldberg, "Adapting Teacher Style to Pupil Differences:
Teachers for Dis.advantaged Children, 11 in Education of the Disadvantaged,
eds. Harry Passow, Miriam Goldberg, and Abraham Tannenbaum (New York:
Holt Rinehart and Winston, Inc., 1967), p. 480.
5 · Frank Riessman, The Culturally Deprived Child (New York: Harper and
Brothers Publishers, 1962), p. 87.

7 · Dorothy M. McGeoch, Carl R. Bloomgarden, Ellen O. Pured, Lynne W. Randolph,
and Eugene D. Ruth, Learning to Teach in Urban Schools (New York: Teachers
College Press, Teachers College Columbia University, 1965), p. 1.

McGeoch also states: .
Such realistic understanding of the conditions which influence
the teacher's task may spell the difference between the
starry-eyed idealist who goes forth to uplift the masses
but retires in bitter defeat after the first week of school
and the informed professional who has calculated the odds
and knows he may lose many battles but will find challenge
and satisfaction in the continuing struggle.8
·
Providing opportunities for future teachers to become familiar with the
inner-city is recoDD11ended by many individuals involved in inner-city education
McGeoch and others emphasize the value of first hand experience prior to
assignment to the inner-city in this statement:
Another source of insight is first hand experience in the
schools and other institutions of the depressed urban
community. For many teachers whose own backgrounds are
limited to comfortable surburban or middle-class u~ban
living, the slum conununity is essentially unknown.

-

Frazier discusses the value that can accrue in terms of the development of a
positive attitude toward working in the inner-city from havi_ng an opportunity
to work with organizations in the school conununity.
A second group of modifications is much more extensive and
much more varied. It includes the provisions of direct
experience intended to provide first hand contacts for
preservice and in-service teachers of the disadvantaged.
These experiences are expected to develop skill in performing
the tasks involved and to develop a positive attitude. To
promote an understanding of the culture of the poor and
especially of minority groups, many prospective teachers are
8.
9.

McGeoch, pp. 120-121.
Ibid. , p. 120.

required to spend some time becoming acquainted with
community .agencies and institutions,10
Kornberg, in his description and evaluation of the Bridge Project constantly refers to the significance of allowing students who are preparing to
become teachers in inner-city schools an opportunity to come in contact with
inner-city youngsters as soon as possible.

In the Bridge Program, the desired

contact was provided by having future teachers participate in a tutoring and
counseling program established in low-income communities as part of a required
course.

Kornberg Elaborates on what he feels was the value obtained from this

experience:
We assume that such early experience with disadvantaged
children will jar the sterotypes about teaching and learning
that our college students have - who are typically so grade
conscious - so bent on taking notes and memorizing and so
oblivious to the fact that learning is a personal enrichment.
These slum youngsters will enlighten them about this fact
and may also encourage more of them to want to teach such
children.11
·
Although there are a few exceptions, people interested in improving the
educational opportunities of so-called culturally deprived students advocate
the recruitment and training of persons from the cultural groups being
taught.

It is felt that many individuals from groups which are not considered

to be the main stream of American society because of cultural, racial,

10.

11.

Alexander Frazier, ed. Educating the Children of the Poor (Washington,
D.C.: Association for Sup~rvision and Curriculum Development, N.E.A.,
1968),p.18.
Kornberg, p. 271.

geographical, language, or economic reasons can make valuable contributions
toward the education of other members of the particular group.

Frank Riess-

man is allied with the. group that feels that increased recruitment of
individuals from disadvantaged-groups should be undertaken because of the
skill and understanding they possess.

Riessman's idea can be seen in the

following quote:
People who themselves come from a deprived background sometimes identify with this. group and sometimes reject their
origins, while many middle-class individuals have strong
feelings of the guy who is down. (Of course there are other
reasons for wanting teachers who come from an underprivileged
background. Regardless of whether or not they reject their
origins, they frequently have surprising 'savv~' about the
children and their ways which can be useful.)l
Gottlieb investigated the differences between a group of Negro and white
teachers employed in a midwestern industrial community, concerning their
attitudes toward Negro and white pupils from low-income families.

When a

study of the backgrounds of the two groups was made, Gottlieb discovered
that generally the Negro teachers in comparison to their white counterparts
were younger, had taught for a shorter period of time, were reared in larger
urban communities, and cmne from lower socio-economic levels.

On the basis

of questionnaires and interviews Gottlieb reached several conclusions· concerning differences in attitudes of Negro and white teachers based on their
dissimilarity in backgrounds:
The fact that Negro'teachers are more likely than white
teachers to come from backgrounds similar to those of
the children of the inner-city probably tends to make
12.

Riessman, p. 87.

them more realistic in their expectations, and hence less likely to be dissatisfied with their current teaching role.13
Gottlieb's study also found a difference between Negro and white
teachers in regard to factors pe-rtaining to reasons for dissatisfaction with
their job.

Negro teachers emphasized factors related to physical conditions

(poor facilities, crowded classrooms) while white teachers stressed factors
related to deficiencies of the students (lack of parental interest, discipline
problems). 14 Finally, the study revealed that Negro teachers had a more
positive and optimistic attitude concerning their students than white teachers
Differences in experience and background was advanced by the researcher as the
reason for this difference in outlook:
Again, it would appear that Negro teachers are less
critical and less pessimistic in their evaluation of
these students than the white, probably because many
of them have themselves come from backgrounds similar
to that of their students arid yet have managed to
overcome social barriers to attain positions of
. responsibiHty and status.IS
Lester Crow is another advocate of the recruitment of individuals from
a similar environment to that of the students in a poverty area.

If greater

efforts are not made to encourage individuals with lower-class backgrounds
to enter the teaching professions, he feels that American education will be

13.

David Gottlieb, "Teaching and Students: The Views of Negro and White
Teachers," Sociology of fducation, XXXVII, (Summer, 1964), p. 349.

14.

Ibid., p. 350.

15.

Ibid., p. 353.

overlooking a valuable source for potential teachers.

Crow concisely offers

his beliefs in this statement:
Many culturally deprived individuals are persons of ability,
who when given adequate education can master the fundamentals
of learning and the skills necessary to guide the learning
process of others. These individuals must be discovered and
trained for service in the teaching profession - especially
in the school areas in which they are basically prepared to
understand the learning difficulties of culturally deprived
children.1 6
·
Brottman and Joyce are two authors who question the assumption that
teachers who have lived in a less favorable environment automatically have

an advantage when working with children from low-income families.

Brottman

writes:
One might reasonably expect that most teachers who moved
up from the lower to middle class ranks would be sensitive
to the needs of disadvantaged students and subsequently
demonstrate outstanding teaching techniques. The somewhat
limited observations of this writer does not support this
contention. Instead, there appears that there is a distribution of effective and less effective teachers similar to
that found in advantaged schools where teachers may be from
middle class backgrounds.17
The comments of Joyce and Harootunian on this matter are also appropriate:

A teacher, for instance, who enters the profession in order
to improve his social status has special needs or problems
he must learn to recognize and cope with. Coming from an
16.

17.

Culturally Disadvanta ed Child: Princi als
Marvin A. Brottman, "Dimensions of the Problem of the Disadvantaged Puoil','
in Teaching the Culturally Disadvantaged Pu il, eds. John M. Beck and
Ric ar W. Saxe Springfield, Illinois: Crnrlcs C. Thomas Publishers,
1965) p. 23

economically poor environment, he may try to avoid
teaching in the inner-city because it is too similar
to the environment that he entered teaching to escape.
Hence, many children who badly need such a teacher are
denied his services. On the other hand, a teacher who
has known poverty may deliberately seek the education
of poor children but may make the mistake of being too
hard on them in an effort to drive them into seeking
status themselves.18
Also, Robert J. Havighurst strongly rejects the idea that teachers from
a particular socio-economic level or racial group are of necessity better
teachers of students from similar social or racial groups.

He feels it is

impossible to predict the success or failure of a teacher assigned to a
poverty area school on the basis of the teacher's socio-economic background
or race.

In Hav_ighurst's scheme of thinking it is the teacher's personality
that influences the success of the teacher. 19
A procedure that is gaining acceptance as a method of preparing teachers

for poverty area schools is the attempt to provide closer communication
between colleges and universities preparing these future teachers and the
school districts that will later employ them as teachers.

Haubrich thinks

that if new teachers are to be assigned to inner-city schools, they should be
provided with an opportunity to do their student teaching in these same
schools. 20 The following quotation will illustrate Harry N. Rivlin' s support
18 · Bruce R. Joyce and Benj Harootunian, The Structure of Teaching (Chicago:
Science Research Associates, Inc., 1967), p. 23,
19 · Robert J. Havighurst, Edueation in Metropolitan Areas (Boston: AllYn and
Bacon, Inc._, 1966), pp. 195-219.
20,
Vernon F. Haubrich, "Teachers for Big-City Schools," in Education in
Depressed Areas, ed. Harry A. Passow (New York: Bureau of Publications
Teachers College, Columbia University, 1963) p. 249.

of Haubrich's idea·concerni_ng this matter of developing a close relationship
between the local schools and colleges.
No teacher education program can be effective without close
cooperation of schools and colleges. The school room and
not the college is the place where teachers learn most about
how to teach, but teaching is more than a craft to be mastered
through an apprenticeship.21
Rivlin carries his idea a little farther and stresses the need for cooperation
between colleges and school districts beginning at the .teacher training level
22
and continuing after graduation until the teacher reaches tenure.
In 1965,
the Seminar on Education for the Culturally Different Youth issued a report
that emphasized the need for universities to give extra aid to schools
located in low-income areas by having both institutions cooperate in training
23
teachers.
When the study moved from these theoretical recommendations, examples
were found of actual programs that were being used to make teacher training
for inner-city schools more realistic.

Actual examples of universities and

school districts working together to develop programs which provide experience
24
in inner-city schools for teachers are the Hunter College Program,
the
21.

22

Harry N. Rivlin, "New Teachers for New Immigrants," in Education of
Disadvantaged, eds. Harry Passow, Miriam Goldberg, and Abraham Tannenbaum
(New York: Holt, Rinehart and Winston, Inc., 1967) p. 488.

· Ibid., p. 487,

23. Cooperative. Research Proje~t G-021. Seminar on Education for Culturally
Different Youth. Education of the Deprived and Se
(Flushing,
New York: Bank Stre~t College of E ucation, 1965
24
· The Education Professions (Washington: U.S. Department of Health, Education and Welfare, U.S. Office of Education, 1969), p. 103.

. . 25 and t he un i que language arts methods course offered at
the Br1.'dge proJect,
the University of Connecticut in cooperation with the Hartford, Connecticut
26
School System.
..-

A very important factor usually considered in teacher preparation is
that of classroom management and control.

When an investigation of the aspect

of teacher training for inner-city schools is undertaken, the subject of
management and control becomes extremely important.

In the description of

the Bridge Project a reference is made to the difficulty related to classroom control that the new teachers had to overcome.
One of the principal problems of the teachers in the early
stages of the study was their difficulty in enduring the onslaughts on their physical and emotional energies made by
pupils constantly testing them to see how strong they were
in their ability to maintain school and classroom behavior
policy. 27
Reissman states that it is necessary for new teachers to emphasize learning to improve their ability in classroom control.

He further recoDDDends

that a simple routine with clearly enforced rules be established in the
. .
28
beg1nn1ng.
Miriam Goldberg offers similar advice:
25

• Kornberg, pp. 271-275.

26

· John J. Glennon, Joanne Donovan, and Richard Wylie, "Tell It Like It
Really Is," Education, LXXXIX (April, 1969) pp. 368-370.
27.
The Preparation of Teachers for
Pro'ect).
or·, 1905)

28 • R'
1essman, p. 83 .

The successful teacher meets the disadvant_aged child on equal
terms as person to person, individual to individual, But while
he accepts he doesn't condone. He sets clearly defined limits
for his pupils and will brook few transgressions,29
A final aspect of education.in poverty areas concerns the attitudes
teachers possess pertaining to the student's potential to learn.

Many

studies and invest_igations stress the connection between the teacher's
attitudes and the success or failure of her class in terms of achievement.
James C. Stone in his study of E.P.D.A. programs in California discovered
that teachers who were involved in these summer

p~ograms

gained an improved

image of their students from lower socio-economic backgrounds.

The author

and the teachers who were involved felt this new insight would prove
beneficial in later instructional situations. 30
Kenneth Clark clearly presents his idea on the correlation between the
teacher's attitude and the success achieved by the students in the following
passage:
If a teacher believes that a child is incapable of being
educated, it is likely that this belief will in some way
be communicated to the child in one or more of the many
forms of contact inherent in the teacher-pupil relationship. 31
29,

30

Miriam L. Goldberg, "Adapting Teacher Style to Pupil Differences:
Teachers for Disadvantaged Children," Education of the Disadvantaged,
eds. Harry Passow (New York: Holt, Rinehart and Winston, Inc. 1967)
p. 474.

· James C. Stone, Teachers for the Disadvantaged (San Francisco: JosseyBass, Inc., Publisher, 19~9),

31.

Kenneth B. Clark, ''Education Stimulation of Racially Disadvantaged
Children," in Education in Depressed Areas, ed. Harry A. Passow (New
York: Bureau of Publications Teachers College Columbia Universit)',
1963) p. 148.
.
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A similar viewpoint is expressed by the National Education Association's
Educational Policies Commission:
If children sense that they have a chance for success they
are motivated to try. The teacher's respect can give them
that sense. True respect for pupils ~equires persistent
confidence in their potential. It is based on the knowledge
that just as the behavior and attitude which hinder individual development are learned, so they can be replaced.32
Benjamin Israel conducted a study where principals in selected elementary
schools in disadvant_aged urban areas rated teachers to select those whom they
considered most competent and those whom they considered least competent.
When Israel compared the attitudes, opinions. and beliefs of the teachers in
the two categories toward various minority racial and ethnic groups. it is
revealed that teachers who had been rated most competent definitely had more
positive attitudes toward their students from minority groups than the teachers
who had been rated least effective.

Therefore, it is suggested that

instruments should be established to evaluate the attitudes of teachers before
they are assigned to· schools in disadvant_aged areas. 33
Teacher Recuitment, Supply and Demand, and
Retention
Attracti_ng and retaini_ng an adequate supply of teachers has been the
32

· National Education Association: Educational Policies Commission. Education and the Disadvantaged American (Washington, D.C.: National Educationa
Education Association of 1the United States, 1962), p. 19.
33.
Benjamin Israel, "The Relationship Between Teachers' Expressed Attitudes.
Opinions, and Beliefs Regarding Minority Ethnic and Racial Groups and
Their Effectiveness As Classroom Teachers in Elementary Schools in
Disadvantaged Urban Areas" (Unpublished Ph.D. Dissertation, University of
Minnesota, 1967).

subject of constant.research.
profession financed by

t~e

In the first nation-wide study of the teaching

United States Government, James Chaffie, Jr. vividl

presents the major concern pertaini_ng to the supply and demand of teachers .

-

.

Any summary of the report must begin, appropriately with
recruitment; unless the education professions can attract
their fair share of qualified manpower, the quality of
available training and retraining programs is academic.34
Further in his report Chaffie states that thirty percent of the individuals
trained to teach never teach and after five years sixty percent of those who
35
actually started to teach will have left the classroom.
These dismal figures concerning teacher retention are substantiated by
several other authors.

Wolf and Wolf state that approximately only sixty

percent of the people fully qualified to teach actually ever enter teaching
36
and after ten years only twelve to fifteen percent will still be teaching.
Geer presents a somewhat more consel""iative figure in stating that twenty-six
percent of the individuals trained to be teachers do not immediately enter the
profession, but she agrees with Chaffie that in five years sixty percent will
no longer be teachi_ng. 37 Similar statistics were reported by the United
States Department of Health, Education and Welfare in its report that
34 • John Chaffied, Jr. "First Manpower Assessment", American Education, V
(February, 1969), p. 11.
35 ' Ibid.
36
37

· Willavene Wolf and William C. Wolf, Jr., ''Teacher Dropouts Still~
Dilemma," School and Sociefy, XCII (April, 1964), pp. 193-194.
· Blanche Geer, "Occupational Conunitment and the Teaching Profession,"
School Review, LXXIV (Spring, 1966), pp. 31-47.

seventy-two percent of the potential teachers in the 1969_ graduation class
38
entered the classrooms in the fall of 1969.
The H.E.W. report also states
that this percent.age has been consistent since 1955.

Finally, Davies in his

,.·-

report on the teacher supply and demand situation for the 1970 school year
'1

states that usually thirty percent of the people prepared to become teachers
never enter teachi_ng, but he feels that with the current economic situation a
greater percentage of people will enter teaching because of difficulties in
.
. d"ff
fin d1ng
emp 1oyment in
1 erent areas. 39
Several studies have been conducted in specific geographic areas to
determine if certain patterns exist concerni_ng the reasons teachers leave or
the type of teachers who leave the profession.

James Pepper investigated the

factors related to the recruitment and retention of teachers in the state of
Michigan.

Questionnaires were distributed to 210 teachers in the state of

Michigan with less than five years of teaching experience who withdrew from
teachi_ng at the end of the 1951-1952 school year.

The author discovered that

the major reasons. given by women teachers for leaving the profession were
marriage, homemaking responsibilities, or maternity.

Men listed economic

factors such as jobs with higher salaries as the primary causes for their
40
.
1eav1ng.

38
39

· The Education Professions (Washington, D.C.: U.S. Department of Health,
Education and Welfare, U.S. Offfce of Education, 1969), p. 74.
· Davies, p • .7.

40.

'

James N. Pepper, "Factors Involved in the Recruitment and Retention of
Teachers in Michigan" (Unpublished Ed. D. dissertation, Wayne
University, 1954).

From completed questionnaires returned by 309 teachers who had left
twenty-two school districts in Cuyohoga County, Ohio, Thomas formed a sample
group of one hundred people to study the retention rate of teachers in this
county and their reasons for leavi.n-g.

The results of Thomas' investigation

revealed that the majority of women who left teaching were-satisfied with their
job, but had to leave for unavoidable reasons such as husband being transferred
marriage, or pregnancy.

The three major reasons given by men to explain why

they left teaching positions in Cuyohoga County were moving out of the area,
41
accepting a new position in a different district, and going into business.
Three hundred sixty-nine Chic.ago elementary school teachers who were
successful on the 1952 elementary school certification examination were the
subjects for Grogan's study to determine the major reasons for teachers leaving
the Chicago Schools.

Her investigation revealed that the major reasons given

by people leaving the Chic.ago School System were marriage, additional home
·-

'

responsibilities, and movement from the Chicago area.

42

Donald D. Bennett conducted a study in Indiana to determine if female
teachers who had completed a regular course leading to full teacher certification had substantially more commitment to the field of teaching, as measured
by a Career Motivation Scale and the Teacher Involvement Scale, than other

41

· Warren F. Thomas, "A Study of Factors Associated with the Retention of
Teachers in Selected Public School Systems in Cuyohoga County, Ohio"
(Unpublished Ed. D. dissertation, Western Reserve University, 1964).
42,
Mary L. Grogan, "Certain Factors Related to Selection Procedures,
Turnover, and Problems in the Teaching of Reading in Chicago
Elementary Schools (Unpublished Ph.D. dissertation, Northwestern
University, 1958).

females who were teaching on temporary certificates with a bachelor's degree
but did not have the required professional education courses.

Bennett also

studied demographic characteristics of the two. groups of teachers to determine
if factors other than the type of 'traini.ng can be used as an indication of
commitment.

Results did not reveal a significant positive correlation between

commitment and factors, such as .age, marital status, type of college attended,
family income, job satisfaction, obligation to teach, and plans for advanced
education.

The author did find a correlation between one's commitment and the

college major or undergraduate d.egree received.

Bennett reached the conclusion

that first year female elementary teachers who had finished a regular program
leading to teacher certification definitely had. greater commitment than first
43
year female teachers recruited or prepared by other methods.
Sixty percent of the teachers entering their third year of teaching in
the state of Geo.rgia were contacted by Trull in his investigation of factors
related to the retention of teachers.

Trull's study uncovered a pattern

similar to that discovered by.Bennett in that professionally certified teachers
were generally more stable as a group than teachers who did not possess a
regular certificate.

In this particular study, the facts were also reported

that women teachers had a h.igher rate of turnover than men, and Negro
teachers as a group expressed a desire to remain in
whites. 44

UNIVERSITY
Donald D. Bennett, "Selected Attitudes Which
Commitment to
Teaching of ~emale Elementa~ Teachers with Differen
~kfi-~~1
Backgrounds" (Unpublished Ed.D. dissertation, Indiana Unive
1967).
44.
Joe R. Trull, "Factors Related to Retention of Beginning Teachers in
Georgia" (Unpublished Ed.D. dissertation, University of Georgia,
1967).
43.

Undoubtedly a major influence on teacher retention and the turnover rate
is the commitment of the people entering teacher traini_ng pr_ograms.

A study

by Kingsley presents a somewhat bleak picture in that fifty percent of the

students entering the college of education where the study was conducted were
i

not strongly motivated toward a career in teaching.

Kingsley recommends that

orientation and counseling be provided by schools of education to increase the
extent of commitment to the profession. 45
The studies mentioned in the related literature thus far pertain to
statistics and reasons for leaving school systems or the teaching profession in
general.

There have also been several reports and studies pertaining to

reasons for refusing assignment to or the low retention rates at schools
serving disadvantaged students.

In his reactions to an address_ given by Dr.

Robert J. Hav.ighurst, Harold J. Battle succinctly presents the actual
situation in terms of the difficulties involved in staffing some inner-city
schools:
Schools, especially in large urban areas, often have a rather
serious problem in finding teachers who are able and willing
to work effectively and happily with the socially and educationally disadvantaged students. The problem is disclosed in
teacher recruiting, requests for transfer within a school
system, student teacher placement, and in assignment of teachers
to instructional groups within schools. There are some outstanding exceptions, but teachers tend to prefer to work with
the socially advantaged and educationally able students and to
reject opportunities to serve the socially disadvantaged and

'

45. Ruth W. Kingsley, "Commitment to Teaching and Open Minde dness of

Teachers in Training" (Unpublished Ph.D. dissertation, University
of Arizona, 1966).

the educationally retarded student. 46
When Harold Howe II was serving as the United States Commissioner of
Education, he issued a statement very similar to Battle's in an article in
the Grade Teacher.
The shortage of highly skilled teachers is still the most serious
deficiency in the schools of our impoverished areas. It combines
with segregation which characterizes many of these schools to
offer second-rate education.47
In connection with Howe's statement the Grade Teacher arranged for the
Opinion Research Corporation in Princeton, New Jersey to conduct a survey
of the 1967. graduati.ng classes of universities and teachers colleges situated
in all sections of the country.

Listed below are some of the questions

pertinent to this investigation and the responses of the graduating students.
No. 2

No. 8

46.

Where would you like to teach?
A large city
A suburban city, medium
size city or small town
Rural, farm, or no
preference

24 percent
69 percent
7 percent

Would you accept a position teaching
disadvantaged in the inner-city?
Yes ·
12 percent
Maybe
42 percent
Probably not
20 percent
Definitely not
ll percent
15 percent 48
Don't know

Harold J. Battle, "Reactions to an Address by Dr. Robert J. Havighurst
titled 'Teachers and the Socially Disadvantaged Pupil'. 11 Teachers College
Journal, XXXVII (Octoben, 1966) • p. 10
·

47 • Harold Howe II, "Where Teachers are Needed the Most," Grade Teacher,
LXXXIV (May/June, 1967) p. 102.
48
• "Where New Teachers Would Most Like to Teach," Grade Teacher, LXXXIV
(May/June, 1967) p. 102.

Later in response to the question of why they were not interested in
working in disadvant.aged areas in the inner-city or in Applachia, many of the
graduates stated that they were not interested in worki.ng in a large city or
...

-

a rural area some distance from their home.

Other respondents gave reasons

\

related to the fact that they felt the environment was not conducive for
them to raise their children and fear concerning possible discipline or
instructional difficulties. 49
An article in the March, 1969 issue of Ohio Schools reported that
recruiti.ng people for teaching positions in the inner-city is still a major
50
problem.
Plinker conducted an invesHgation of the recruitment procedure
used in New York City and reported that it was ineffective and time consuming.
In addition, he states that the inability of the New York City Board of
Education to recruit a sufficient supply of teachers for inner-city schools
has influenced other decisions.

"The failure of the New York City Board of

Education to staff ghetto schools adequately during the last decade is one of
51
the several reasons for decentralization of the New Yor~ City School System~
Groff gathered the opinions of 294 teachers in sixteen schools serving
Negro or Mexican-American students to determine what they felt were
the causes for the h.igh turnover rate for teachers ass.igned to schools in
49

· Ibid. p. 103

SO. "Inner-City Jobs are Problems Areas for Teacher Recruiters," Ohio
Schools, XLVII (March 14, l969), pp. 33-34.
51
• Irving Plinker, ''Teacher Recruitment and Selection in New York City:
Archaic and Costly, "Clearing House, SLIV (April, 1970) pp. 483-487.

New York City Board of Education for not arranging for a better screening
procedure for candidates and not havi.ng a clearer idea of the purpose of the
program.
..·-

The program should not exist to serve the selective service
needs ·of candidates nor the manpower shortages of the Board
of Education. It should exist to serve the needs of the
children which the candidates expect to be teaching next
year. It should be designed with this criterion as the
principal motivation. If it also happens to serve other
needs, then all the better. But it should not be forgotten
that ITEP exists to provide the best possible training for
the best available candidates to educate urban youth. 4
In recent years two studies have been conducted that deal primarily with
the attitudes of teachers toward assignment to schools in poverty areas.

In

1966, a study was presented by Robert Ulrich that investigated the demo. graphic characteristics and attitudes of student teachers who later accepted
positions at three different types of schools in the Detroit area.

The

three types of schools were: A - Detroit schools serving the disadvantaged;
B - other Detroit schools; C - schools outside of Detroit.

Ulrich's major

findi.ngs were that teachers assigned to inner-city schools usually came from
a city with a population of over one million, usually did their student teaching in schools located in disadvantaged areas, and achieved higher scores on
the Minnesota Teacher Attitude Inventory.
higher. goals in terms of future education.

These teachers also possessed
Teachers assigned to inner-city

schools and other schools in Detroit expressed a greater willingness to work

'
in inner-city schools than teachers
accepting ass.ignments outside of Detroit,
54

·

cordasco,

p. 162

and this acceptance or rejection was displayed duri.ng student teachi.ng. 55
By means of intenviews Ulrich determined that the followi.ng items greatly
influenced the choice of teachers to accept ass.ignments to iniler-ci ty schools;
student teaching experience, the type of administrator in the school, relations
with other staff members, and the salary offered by the school system.
factors had some influence on acceptance of assignments:

These

convenience of

transportation, reputation of the schools, the students attending the school,
and possibilities for promotion.

The opportunity to work on special projects

and the condition of the school buildi.ng were not an influence on one's
acceptance or rejection of ass.ignment to an inner-city school. 56
Meis made a survey to determine if teachers who accepted students from
different backgrounds and had a. general and specific understanding of the
disadvant.aged also had a greater conunitment to the teaching profession.

The

researcher used an instrument developed by Ruth T. Lehman titled The Teacher
and the Community to measure acceptance of students.

Knowledge of the

Disadvantaged instrument also received h.igh scores on The Measure of
Professional Commitment. 57

55.

56
57

Robert S. Ulrich, "Circumstances Associated with Appointment of Teachers
for Disadvantaged Youth" (Unpublished Ph.D. dissertation, University of
Mich.igan, 1966) •

· Ibid.

'

· Ruby L. Meis, ''Teachers Attitudes Toward People of Diverse Backgrounds,
Knowledge of the Disadvantaged, and Professional Commitment" (Unpublished
Ed.D. dissertation, Pennsylvania State University, 1967).

Literature Pertaining to the Teachers Corps
Precedi.ng the actual organization and operation of the Teacher Corps
several articles were written in periodicals to herald its coming, discuss
its potential, and s.uggest possible problems.

The early articles usually

provided a description and explanation of the pr.ogram and also seemed to
be directed at encouraging people to join the Teachers Corps.

Many articles

of this type were written by people who were directly or indirectly connected
to the Teacher Corps, such as Ron Van Doren, 58 Charles N. Zellers 59 and
John Naisbitt. 60
The primary purpose of this dissertation is to evaluate the success of
the Chic.ago Teacher Corps· Program to recruit and retain teachers for innerci ty schools; therefore, it will be beneficial to compare the viewpoints of
writers

concern~ng

the potential of the Teacher Corps to recruit teachers to

abate the teacher shortage in disadvantaged areas.
Van Doren states:

Concerning this matter,

,·,The National Teacher Corps aims to produce a cadre of

teachers trained to deal with special problems of educating culturally
deprived children. 61 On the same matter Zellers writes; These teacher
interns take with them special Teacher Corps traini.ng as well as high
motivation for seeing the children from poor neighborhoods receive the

58 · Ron Van Doren, "Ford Road School Votes Aye for the Teacher Corps,"
N.E.A. Journal, LVI (April, 1967) pp. 28-30.
'
59 · Charles N. Zellers, "Is the
National Teachers Corps for You?"
Instructor, LXXVI (August, 1966) p. 44.
60 · "National Teachers Corps," PTA Magazine, LXI (May, 1967), pp. 12-15.
61.

Van Doren, p. 28

benefits of. good education.

1162

JohnNaisbitt in response to a question on

whether corpsmen commit themselves to careers in teachi.ng the disadvant.aged
answers:
...-

Good preparation for teaching the disadvantaged is_ good
preparation for any teaching. But the corpsmen are
selected because of their social concern and their commitment to improv~ng the education of the poor.
Their training will tend to deepen this commitment because
it gives them an opportunity; to broaden their understanding
of the underlying problems of the poverty community and it
gives them a chance to succeed in a difficult assignment.
· Having found their Teacher Corps experiences satisfying
and rewarding, they will probably continue in this area.63
An additional point concerni_ng the Teacher Corps' goal of closing the
teacher supply and demand gap in poverty areas is its emphasis on encouraging
students who previously had not considered

teach~ng

to enter the profession.

Naisbitt refers to this. goal in the following statement:
The Teacher Gorps is seeking the college graduate who has
not previously expected to teach and presents him with the
challe_nge of a new career. 64

A similar statement was presented in an article in School Management:
Of more than passing interest is the fact that the Corps
plans to place increased emphasis on recruiting interns
with degrees in fields other than education. The reason
62
63

· Zellers, p. 44
• "National Teachers Corps," p. 14.

64 · Ibid.

is very simple: Education majors tend to enter teaching
anyway and the objective is to create more qualified ·
teachers.65
wade M. Kipp is another author who emphasizes the aim of the National Teacher
corps being directed toward encouragi.ng individuals who previously had not
expressed an interest in entering teachi.ng to join the profession.
idea on the goal of the Corps follows:

Kipp's

"It aims to increase the supply of

trained teachers by providing funds and special training to college graduates
who would not otherwise enter the teaching profession. 1166
An interesti.ng evaluation of the Teacher Corps was presented by Thomas
67
Carr in 1967.
Although Carr. gives very h.igh praise to the success of the
Teacher Corps. he cautions .against expecting instant change through the
Teacher Corps.

He expresses the idea that complex problems cannot be solved

by any one pr.ogram.

Change and improvement by means of the Teacher Corps is

expected by Carr. but he stresses the idea that the limitations of the
pr.ogram must be considered.

He specifically questions the effectiveness of

the Teacher Corps to recruit individuals to end the teacher short.age at
schools in disadvantaged conununities.

His ideas are sununarized in this

paragraph:

65 · "Schoolman's Guide to Federal Aid: Teacher Corps," School Management,
X (December, 1966), p. 69.
66
· Wade M. Kipp. "Teacher Corl's•" Pennsylvania School Journal, CXVI
(February, 1968), p. 325.
67
· Thomas Carr, ''Teacher Corps in New Orleans•" National Catholic
Education Association Bulletin, LXIV (November, 1967). pp. 47-51.

In sum, I· came away with a feeling that the Corps is a
fine means of harnessing the idealism of an unusual
group of young people. It can have a strong impact in the
community and in the school, too, as soon ·as the interns
begin to really teach! It is certainly not an effective
large-scale recruiting qevice (as has unfortunately been
implied). and in many cases additional effort must be made to revise curricula. However, it is quite clear to me that
the experiment is payin~ off, and that it ought to be
continued and expanded. 8
After the Teacher Corps had been in operation for a period of time several
articles appeared to report on the successes and problems of local programs.
Caryl Conner reported on the type of help and service provided by Teacher
Corps Programs in five different communities. 69 Other articles related
information on successful pr_ograms in specific local communities• and all of
them tend to stress the success of the Teacher Corps Program. Examples are
Sister Loyola's article about the Corps in New Orleans. 70 a report on the
program in Minneapolis. Minnesota. by Edna Anderson. 71 and Benajmin Pearse's
article about an intern worki_ng in Washi_ngton. D.C. 72
Even though most of the articles and reports highlight the success of the
program, there is a representative sample of articles that report failures,
complaints and dissatisfaction.
68
69

• carr, p.

Earl Ogletree reported on the retention rate

so .

· Caryl Conner, "Teacher Corps," American Education, III (April. 1967)
pp. 13-19.

70 · Sister Loyola, "Teacher Corps in New Orleans." National Catholic Education
Associatiqn Bulletin, LX'IV (November, 1967) pp. 47-50.
7
1. Edna Anderson, "Teacher Corps: Catalyst for Change." Childhood Education,
XLIV (February, 1968). pp. 381-384.
72 • Benjamin H. Pearse. "Round Trip to the Mission District," American
Education. IV (April, 1968) pp. 26-27.

and problems of the Teacher Corps on the national level in the city of Chicago:
In spite of efforts of those involved - teachers, administrators,
professors and boards of education - dissatisfaction has reared
its head among the interns ..of the National Teacher Corps formed
less than two years ago .

. . . . . . . . ..... . . . ... . .... . . ... . . ... . . .. . . ... ... . . . . . . . . . .. . . .. . ..

A recent survey indicates that 42 percent of the N.T.C. interns
resigned within the first year. In Chicago, of the 120 graduates
who started in the N.T.C. program 19 months ago, only 25 remain.
It is estimated only half of these 25 will eventually begin
their professional teaching careers in a ghetto schoo1.73
A second example
Arth and Wagoner.

of dissatisfaction with the program is an article by

The writers had an opportunity to talk with Teacher Corps

interns from all sections of the country who were attendi.ng a Teacher Corps
convention in Washi.ngton, D.C.

In their conversations with the interns

dissatisfaction was expressed with the required courses, the team leaders,
the organization of the school, and other teachers.

An example of their

dissatisfaction and their feeling of frustration can be seen in these
sentences:
The interns we interviewed were bitter and vehement in their
attack on the "empty" methods courses which they feel plague
the teacher training curriculum. It is not that they do not
want instruction :Ln ''how to teach," far from it. More than
anything, they appear to want specific, foolproof techniques
for handling the multi-farious problems which they face daily in
their intern situations. Yet when faced with the realization
that ready formufas have not.been found, they tend to react
negatively to the generalization that are in some cases offered.
They seem to feel that they hit upon questions that are viewed
as sacriligous in nature, and interpret the absence of a direct
answer as a defensive m'hneuver.74
73

· Earl Ogletree, "National Teaching Corps: Signs of Unrest," Time
Educational Supplement, (May 3, 1968), p. 1465.
~
74. Alfre d A. Arth and Jennings L.
Corps Interns: Different
. 803.
Breed "Educational Leadershi

Probably the most comprehensive invesUgation of the Teacher Corps was
the work done by Bernard C. Watson at the University of Chicago.

In his

dissertation titled The Taming of a Reform he studied the operation of the
.-~-

Teacher Corps in three different conununities with emphasis on the working
relationship between the building principal and the National Teacher Corps
team consisting of the team leader and Teacher Corps interns. 75
The amount and type of authority given to the team leader that could be
used to produce changes in the school was a major concern in Mr. Watson's
research.

He discovered that the buildi_ng principals did not grant much

independence to team leaders and expected the Teacher Corps team to have all
activities approved by the principal in advance.

In two of the three

communities studied, the local school board or the building principal selected
the person who served as the team leader.
this authority for the next year.

The third community was to be_ given

The buildi_ng principals thought this was

a good feature of the pr_ogram, but Watson viewed this procedure as the major
weakness of the program because individuals selected as team leaders by this
method had a vested interest in maintaining the status quo and would not
attempt to introduce innovations. 76
Watson also reported on some of the dissatisfaction expressed by Teacher
Corps interns in the three communities and how this discontent caused many
of the interns to leave.

.
75 · Bernard C. Watson,"The Taming of a Reform," (Unpublished Ph.D. dissertation
University of Chicago, 1967).
76 • Ibid.

Entering the NTC with reformist conceptions of education,
perceiving the pr_ogram in a manner which was contradictory
to expectations of building principals, lacking the support
of team leaders who were cooped or circumvented by local
centers of power, and assigned to activities which prevented
the fulfillment of their reformist conceptions, it is not
surprising that a significant percentage of the interns have
become disillusioned and disenchanted with the N.T.C. Nor is
it surprising that 42 percent of the interns have resigned.77
Three articles mention the retention rate of the Teacher Corps Program.

In

June of 1967, after one year of the Corps operation, Newton Moore stated
that in spite of the fact that interns were not paid for the first few months
of service the program still retained eighty-five percent of the initial
78
enrollees.
The second article represents a summary of a questionnaire that
was given to interns who had completed the first cycle of the Teacher Corps:
As an indication of the success of the Teacher Corps in
attracting and training teachers for poverty area schools,
a survey of first cycle interns - those who completed the
two-year program in June, 1968 - indicates that 86 percent
have remained in teaching, 72 percent of them in poverty
area schools.79
·
The third article presents the retention statistics for the interns who
completed the second cycle in 1969.

Eighty percent said they were remaining

in education and seventy-five percent stated they will be worki_ng in poverty

77 • Ibid., p. 83.
78 · Newton Moore, "National Teacher Corps: A Pioneer in Education," The Texas
Outlook, LI (June, 19~~). pp. 20-21.
79 · "Teacher Corps Program Support," American Education, V (June, 1969),
p. 27.

areas.

80
I

A sununary of the first of the three major areas of related literature
revealed that several authors felt that certain skills, characteristics, and

-

...

specific programs. can be helpful for teachers.

The authors mentioned factors

such as sincere conunitment, experience in schools in depressed urban areas,
knowledge concerning inner-city students, and the teachers possessing a
positive attitude toward the students as important aspects for developing
outstanding urban educators.

The second major area of literature pertaining

to teacher recruitment, teacher supply and demand, and retention rates
presented authorities who stated that. generally the education profession has
consistently had difficulty retaini.ng teachers.

Many people who are properly

trained and qualified to teach never enter the classroom and in a few years
only a small percentage are still teachi.ng.

Several studies revealed that a

variety of different reasons exist concerni.ng why individuals and certain
groups of teachers leave the teaching profession.

Also additional studies

were presented which. gave specific reasons for teachers e.ither accepti.ng or
rejecti.ng ass.ignments to inner-city schools.
The final area of literature dealt with material on the Teacher Corps
Pr.ogram.

Some of the matters invesUgated were the history of the Teacher

Corps, description of programs, evaluation of programs in individual
conununities, and information on the retention rates of interns.

'
80 · ''Most Interns to Remain in Education," School and Society, IIC
(Sununer, 1970) p. 270.

CHAPTER III
PROCEDURE

.--

The initial step in this investigation was to contact the Chicago
Consortium of Coll_eges and Universities concerning the possibility of obtaining permission to_ gather the necessary background information with respect to
the Chic.ago Teacher Corps Program and the individuals who joined the second
and third cycles of the pr_ogram.

~t was necessary to obtain approval from

the Board of Education, City of Chic.ago to visit schools where Teacher Corps
teams had worked.

The purpose of these visits would be to distribute

questionnaires and arrange interviews to provide for a thorough study of the
Chic.ago Teacher Corps Program.

Permission was obtained from both

organizations.
The purpose of the first study of the files of the Chic.ago Consortium was
to obtain_ general information pertaini_ng to how many individuals originally
entered the pre-service pr_ogram; how many completed the pre-service. program
and continued on into the in-service phase, and finally how many completed the
in-service program.

A survey of the files revealed that in June, 1967, sixty-

six individuals came to Concordia Teachers Coll_ege Campus in River Forest,
Illinois to join the second cycle of the Chicago Teacher Corps Program.

The

followi_ng June when the second cycle was entering its second year, seventyfour people came to Concordia to enter the third cycle of the Chicago Teacher
Corps. (Not included in the 'totals for both the second and third cycles are a
small group of interns enrolled in the Chicago Consortium Program, who were
assigned to schools in Maywood, Illinois.)

From the original total of sixty-

six who entered the second cycle pre-service program, forty-four of the
candidates completed the pre-service

p~ogram

and entered the in-service

program in Chic.ago Public Schools. The third cycle had sixty-six of the
..

~-

original seventy-four finish pre-service and move on into in-service in Chicago
schools.

This study revolved around the one hundred ten individuals from the

second and third cycles who entered the in-service pr.ogram.
The next step was to establish a control. group of provisional t-eachers.
To form this control. group, it was necessary to review the staffing reports
on file at the Chicago Board of Education for the schools where Teacher Corps
interns had worked.

To assure that the Teacher Corps interns and the

provisional teachers were contemporaries, the school staffing reports for
the 1967, 1968, and 1969 school years were used.

A study of the staffing

reports for these years revealed that 112 provisional teachers had taught at
the des.ignated schools.

Two provisional teachers, one each from the two

schools which had the largest number of provisional teachers on their faculty,
were dropped to have the control group equal in number to the Teacher Corps
interns.
T~

gather data to test the four hypotheses advanced in the section titled

Purpose of the Study, it was necessary to construct questionnaires for
'several different groups, conduct interviews with a sample from each group,
and study the retention rate for the former Teacher Corps interns and the
control group of provisional teachers.

The original questionnaire for the

•
interns was developed after talki.ng
to interns who were involved in the first
cycle, teachers and principals.

Later a sample questionnaire was given to

three former interns who had participated in the first cycle of the Chicago

program to. gather their

s.~ggestions

for possible changes and improvements.

··The suggestions of these first cycle interns were used to revise the
questionnaire.

The revised questionnaire attempted to ascertain the feelings
..

~-

of former interns concerning the training provided by the Consortium, their
relationship with co-workers and supervisors, and the role of community work.
Also their viewpoints pertaini.ng to their experience in the schools and
working with the students were surveyed in the questionnaire to ascertain if
there was any difference in outlook between those who completed the program
and those who dropped out.
With information obtained from the Chic.ago Consortium of Coll.eges and
Universities and the 9iic.ago Board of Education an attempt was made to
contact the one hundred ten former interns.

By usi.ng the social security

numbers and names it was possible to determine which individuals were still
employed in Chicago Public Schools.

These individuals were contacted at the

0

schools and asked if they would complete the questionnaire and return it in
the self-addressed stamped envelope provided.

To contact individuals who had

left the Chic.ago Public Schools either before they completed the Teacher
Corps Pr.ogram or after they completed the cycle, it was necessary to mail the
questionnaire, a stamped self-addressed envelope, and a cover letter requestinE
their participation to the last listed address.

Some letters were delivered

promptly to the former interns, some were forwarded to new addresses, and
others were returned because the former interns had moved and did not leave
a forwarding address.

' it
Later

WflS

possible to contact some of the interns

who had moved without leaving a forwarding address, because the last page of
each questionnaire for Teacher Corps interns asked the intern to list the

names and addresses of any interns.from the second or third cycle that he knew.
since the interns who returned completed questionnaires were not required to
identify themselves or sign their names, a second letter was sent to all the
..

--

former interns approximately ten days after the original questionnaire had
been mailed.

When approximately fifty percent of the questionnaires had been

returned, brief interviews were held with twenty-two former interns to further
clarify certain points pertaining to their experiences in the Teacher Corps.
A questionnaire for provisional teachers was constructed by taking those
questions from the questionnaire for Teacher Corps interns that would have a
relationship to a provisional teacher's experience in the Chicago Public
Schools.

This procedure was necessary to obtain the reaction and ideas of

the control. group of provisional teachers.

Basically it was only necessary to

remove questions that related to the team leaders, the pre-service and inservice pr.ogram, community involvement activities, and the cooperati.ng
teachers.

Questionnaires for former provisional teachers were distributed in

the same manner as those for former Teacher Corps interns.

The provisional

teachers did not have to identify themselves, but they were asked to designate
whether they were still teaching in the Chic.ago School System or had left.
For the purpose of comparing the reactions and ideas of Teacher Corps
interns with those with whom they came in contact during their internship,
questionnaires were also prepared for principals, team leaders, cooperating
teachers, and other teachers in the schools where Teacher Corps teams had
worked.

' for all of these questionnaires was to guage
The. general objective

the viewpoint of these. groups of individuals concerning their opinions on the
value and success of the Teacher Corps in Chicago Schools, the adjustment

~hich

Corpsmen made.in the schools, and possible

in the future.

s~ggestions

for improvement

A review of the records of the Chicago Consortium and the

Chic.ago Public Schools showed that the Teacher Corps teams had been ass_igned
----

to twenty-three different schools in Chicago duri_ng the second and third
cycles.

In September, 1970 of the twenty-three schools originally involved

only fourteen had the same principal ass_igned to the school who was also
assigned to the school during the full two-year period of the second or third
cycle Teacher Corps Program.

Only these fourteen principals who were still

working at the schools where the Teacher Corps interns had taught were contacted to participate in this invest_igation.
this. group because it was felt they

~ould

The selection was limited to

have more knowledge concerning the

individual interns who were assigned to the school, the operation of the
program in the particular school, and the names of the teachers who served as
cooperating teachers.

Also the fourteen principals provided information

concerning their ideas about the Teacher Corps pr_ogram and the four hypotheses
stated previously.
In each of the fourteen schools the principals were asked to provide a
list of teachers still at the school who had served as cooperating teachers
for Teacher Corps interns.

These former cooperati_ng teachers were contacted

and asked if they would complete the questionnaire prepared for cooperating
teachers.

A stamped, self-addressed envelope was provided for the return of

the questionnaire.

Also at each school, depending upon how many question-

' cooperating teachers, an equal number of
naires were distributed to former
teacher questionnaires for teachers who were not directly involved in the
program were distributed.

After most of the questionnaires for both groups

of teachers had been returned, follow-up interviews were held with seven
cooperating teachers and seven teachers to seek additional information related
to the operation of the Teacher Corps Program in the schools.
were selected at random.

...

These teachers

-

A very important group that had to be contacted concerning the evaluation
of the Teacher Corps Program and the Teacher Corps interns were the Teacher
corps team leaders.

There were twenty-three team leaders assigned to schools

for the second and third cycles.

By utilizi_ng the records of the Chicago

Consortium attempts were made to contact the former team leaders in person
to encourage them to participate in the study by completing the questionnaire
for former team leaders and to arrange for follow-up interviews with some of
them.

Questionnaires were mailed to those who could not be reached in person.

· ·CHAPTER · IV
INTERPRETATION OF RESULTS
In the first part of this chapter the four hypotheses presented in the
section "Purpose of the Study" were tested by evaluating material gathered
from Teacher Corps interns and the control group of provisional teachers.
Also additional data obtained from individuals who were involved or worked
with Teacher Corps interns were utilized to help determine the validity of
The first hypothesis advanced in this study was:
When compared to provisional teachers assigned to inner-city
schools, members of the Teacher Corps possessed a stronger
collllllitment to work in the inner-city, had a higher rate of
acceptance of regular assignment to inner-city schools, and
remained longer.
i11e two major factors that were used to i test this hypothesis were a comparison
of the retention rates for the two groups and a study of their responses to the
question concerning their reasons for becoming a Teacher Corps intern or a
provisional teacher. In September of 1970 of the original one hundred ten
Teacher Corps interns who entered the in-service phase of the programa thirtyfive were still employed in Chicago Public Schools.

Of the one hundred ten

provisional teachers considered in this study, in September 1970, forty-four
were still actively teaching in the Chicago Public School System.

These figure

retention rates of thirty-two percent for the Teacher Corps
t

percent ·for the provisional teachers,

in~erns

It was necessary to use the

formula for finding the standard error of a percentage for the percentage for

both the interns and provisionals before using the formula to determine if

there was a significant difference between the two percentages. 1
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PROVISIONALS:
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The next step was to determine if there was a significant difference between th

'two percentages by first using the formula for finding the standard error of
the difference between two percentages and then using the formula for t to
determine if there was a significant difference between the two percentages.
To

use this procedure it was necessary to establish a null hypothesis that

there was no significant difference between the percentages for the Teacher
and provisional teachers.
~
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William Addison Neiswonger, Elementary Statistical Methods, (New York: The
MacMillan Company, 1966), pp. 377-392.
'The explanation and actual computation for all formulas used in this study
can be found in Appendix I .

On the basis of obtaining at score of 1.2 (23 times out of one hwidred

that a t score as large as this or larger could occur by chance) it was necessarY to accept the null hypothesis that there was no significant difference
between the retention rate of the Teacher Corps interns and the control group
of provisional teachers.
To help determine if there was a difference in commitment pertaining to
a desire to work in the inner-city between the Teacher Corps interns and the
provisional teachers, interns and provisional teachers were asked on their
questionnaires what were their main reasons for joining the Teacher Corps or
becoming a provisional teacher.

Based on the assumption connected with the

first hypothesis, it was felt that to the extent that the reasons presented
by an individual were centered on a primary interest in entering the field
of education or a specific desire to work in an inner-city area one's commitment would be stronger.
A study of the responses given by Teacher Corps interns concerning their
reasons for becoming interns revealed that the reasons fell into four broad
categories: (a) an interest in working in an economically depressed community
or entering teaching, (b) a desire to receive a master's degree, (c) legally
avoid military service, (d) and an indecision about future occupational plans.
A similar study of the response of the provisional teachers also showed four
broad categories, but the fourth category of an interest in in receiving a
master's expressed by the interns was replaced by a category that represented

'
a desire for improvement in employment
or an increase in salary.

In certain

instances the interns or provisional teachers did not provide an answer to this
question and in other instances answers were given that could fit more than

one of the categories established.

With these limitations in mind the totals

for both groups will be presented.
'Ihirty-six of the interns expressed reasons that related to a sincere

.--

interest in entering the teaching profession - especially in an inner-city
school.

'Ihe totals for the other categories are:

gree-fifteen,

desire for a master's de-

undecided concerning future plans and wanted to use the Teacher

corps for an opportunity plan for the future-six,
JDilitary service-six.

-

and a method of avoiding

A few samples of reasons given by the interns follow:

To do something positive as an alternative to the draft.
M.Ed.
I wanted to teach and the program appealed to me - advanced degree.
To try something new and get involved with problems of teaching.
I wanted a master's degree.
Nothing else ..to do.
(1)

To get

profes~ional

experience; (2)

to receive a master's degree

(3) to help people.
To gain knowledge of and experience with the city.

To gain knowledge

and experience in the black conununity.
I was interested in TESL and teaching reading in terms of Black English.
Money.
Master's.
To become a good teacher.

'

Interested in.teaching training program for the city,
To learn how to teach well under what I thought was going to be a
revolutionary program.

To work against the destructive aspects of the Board of Education.
To contribute to my people. (I didn't do much, alas!).
Fourteen of the provisional teachers responded that they were primarily
interested in becoming teachers and saw the chance to become a provisional
teacher as an opportunity to enter the profession.

Closely following in num-

ber to this category were the thirteen provisionals who stated legally avoiding military service was their major reason or motivation,
sional teachers

sai~

Ten of the provi-

they were undecided about future vocational choices, and

five became provisional because it represented an improvement in employment
or more money.

Sample answers of provisionals follow:

I had few reasons or motives other than that I enjoyed the
relationship I had with the children.
I plan to work in a clinic or private foundation in the area
of art therapy. I wanted to work with the inner-city child
to insure I would have experience with the children of the
inner-city - t9 understand and appreciate their needs and
environments.
The main reason was the challenge of the inner-city. If I
could accomplish there, I could prove to myself if teaching
was the profession for me or not.
Good pay.

Something constructive to do while waiting till 26.

To avoid the draft and I thought once I was there maybe I
could do something to help.
I needed a job.
Avoid the draft.

'

The teaching profession offered me more money than my job
with the insurance company. It also offered me a deferment.
Avoid military service.

Obtain deferment.
black comnunity.

Wanted to make some contribution to the
.

Curiousity.
I needed a job because !had just finished college and I
had idealism verging on stupidity.
I wanted to be a teacher and had not taken the courses for
it during college.
Money and avoid the draft.
Interested in doing something worthwhile for a good salary.
Summer vacation.
To dedicate myself to the teaching field.
I became tired of beating my head against the wall working
with adults (CORE, SCLC, KOCO worker) and decided that it
we are really serious about liberating ourselves, we had
better be spending that six hours or so with our kids.
A comparison of percentages for the three categories that both the
Teacher Corps interns and provisional teachers had in common showed the
difference in motivational factors for both groups.

Approximately thirty-

one percent of the provisional saw the possibility of a draft deferment as
a primary reason as opposed to nine percent for Teacher Corps interns.

A

similar wide difference was revealed for the category of individuals who
became involved in teaching because it could serve as a temporary occupation
while more definite future plans were being formulated with twenty-four percent of the provisionals stating this reason against nine percent for the
Teacher Corps interns.

When tAe investigation focused on the percentage of

responses for the two groups that specifically revealed that individuals
entered inner-city schools because of an interest in teaching or a desire to

aid children, it was discovered that of the provisional teachers thirty-four
percent were in this category and fifty"."seven percent of the Teacher Corps
interns also gave this as a major reason.
... -

On

the basis of these percentage

figures the Teacher Corps interns presented a more favorable picture than the
provisional teachers in terms of the first hypothesis.

The fifty-seven per-

cent for Teacher Corps interns in the last category was in line with the ideal
advanced by Teacher Corps, but there was a substantial representation of
reasons that were not altruistic.
To judge if there was a significant difference for each of the three
areas where the interns and provisionals had similar reasons for entering
teaching, it was necessary to utilize the formulas for determining the standard error of each percentage, and the value of the t scores.

Also, in each

instance it was necessary to establish a null hypothesis that there was no
significant difference between the two percentage figures.

To provide for a

wiiform comparison for each of the three areas, it was necessary to consider
the number selecting a choice as one percentage figure and then combining the
\

other choices to constitute the balance.

The first comparison was related

to individuals in the two groups who stated that their primary reason for
joining the teacher Corps or becoming a provisional teacher was the possibilit
'of a draft deferment.

This reason was advanced by nine percent of the interns

and thirty-one percent of the provisional teachers.
INTERNS:

'
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PROVISIONALS:

.Sp

·F·

.07

~l Ql

S(pl ,. P2)=

7\

=

.P2 Q2
+

=

.077

=

7.7\

N2

Nl

= . 2.8

111.e t of 2.8 revealed a very significant difference between the Teacher
Corps interns and the provisional teachers; therefore, it was necessary to reject the null hypothesis that there was no difference between the two groups
in regard to the extent that the possibility of a draft deferment encouraged
them to enter teaching.

The possibility of a draft deferment had a significant

ly greater influence on the group of provisional teachers.

One additional

point that had to be considered with this particular reason was the number of
males who were involved in the two programs.

This factor was important be-

cause the matter of draft deferment would only apply to males.

Out of the tota

of one hundred ten Teacher Corps interns, sixty-seven were male, and the control group of provisional teachers had seventy-eight males in the group.
The second item compared was the matter of individuals who had not definitely decided what occupational choice they wanted to pursue.

Twenty-four

percent of the provisionals and nine percent of the interns experssed this
reason.
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nie t of 2.1 revealed that there was not a significant difference between the

interns and the provisional teachers concerning the percentage who entered
the teaching profession because they did not have definite plans for the future
In this instance it. was necessary to accept the null hypothesis.
'Tile final area was one of major importance that related to the individual
having a sincere desire to teach or an interest in working with inner-city
yolDlgsters as the major reason for joining the Teacher Corps or becoming a
provisional teacher.

The responses showed that thirty-four percent of the

provisional teachers and fifty-seven percent of the Teacher Corps interns gave
this as their major reason.
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since a t of 2 .58 was necessary to consider the two percentages as being significantly different, the t of 2.5 is the area where the null hypothesis cannot be accepted or rejected with any certainty.

Although the t of 2.5 is very

close to the one percent level of confidence, it does not reach the needed
level to reject the null hypothesis.
When the information provided concerning the retention rate for the former
interns and provisional

t~achers

and the stated reasons advanced for entering

the teaching profession by individuals in both groups were combined, it was
necessary to reject the first hypothesis that stated that Teacher Corps members
had a greater commitment to work in the inner-city and remained longer than
provisional teachers.

The results of the three areas where interns and provi-

sionals had common reasons for entering teaching generally tended to favor the
interns.

In one area the null hypothesis was accepted, for a second area the

hypothesis could not be accepted or rejected, and in the third area, pertaining

'

to draft deferments, the null hypothesis was rejected in favor of the interns.
When the study moved from the realm where reasons for entering the teaching
Profession were stated to actually discovering how many individuals in both

groups remained to teach in inner-city
the Teacher Corps interns.

~chools,

the comparison did not favor

Only thirty-two percent remained as compared to

forty percent for the control group

~f

provisional teachers.

Since in this investigation the major emphasis was on the group of former
Teacher Corps interns, individuals in several groups who worked with the interns were asked to evaluate the commitment of interns toward teaching in the
inner-city.

Principals, cooperating teachers, teachers, and Teacher Corps

team leaders were asked to evaluate the commitments of interns on a scale of
the interns having a commitment to a large degree, to a moderate degree, or a
complete lack of commitment. As mentioned in the limitation of the study section, this three-point scale only provides for a limited degree of discrimination between choices; therefore, on this question and all the other questions
that utilize a three-point scale, the matter of a strong inclination for the
respondents to select the moderate choice must be considered when interpreting
the results.

Table 1 il.lustrates the responses of the various groups.
TABLE 1
DEGREE OF CQt.t.tI1MENT OF TEACHER CORPS INTERNS
AS SEEN BY INDIVIDUALS WHO WORKED
WITH THE INTERNS
Completely
Large
Omitted
Degree
Moderate
Lacking
1 (9%)
4 (36%)
N=ll 6
(55%)

t

Principals
Cooperating
Teachers
Teachers
Team
Leaders

.

N=34

8

N=33

12

N=l9

2

17

(49%)

8

(24%)

(36%) '16

(49%)

5

(15%)

12

(63%)

5

(26%)

(24%)

(11%)

1

(3%)

During the interviews that were held after some of the questionnaires had
been returned, the matter of true commitment was discussed.

As

shown in the

previous chart, some of the team leaqers were very skeptical concerning the
conmdtment of interns.

When the former Teacher Corps team leaders were asked

by means of questionnaires or interviews what they thought were the major reasons for people joining the Teacher Corps, only one former team leader gave

an answer that could be considered completely positive concerning the motives
of the interns.

Eight team leaders gave answers that were a combination of

both positive and negative factors.

These team leaders mentioned the reasons

presented previously by the Teacher Corps interns such as draft deferments,
free master's degree, and indecision about future plans.

Although these eight

individuals gave responses that touched on the personal reasons of the Teacher
Corps interns, they also felt that the majority of interns were sincerely interested in teaching inner-city students.

The remaining ten team leaders had

totally negative opinions concerning the reasons why interns entered the
Teacher Corps.

Here are a few examples or the range of opinions:

For the most part these people who joined were dedicated to
bringing about educational change in the urban inner-city area •
.(l) "Do goodism"; (2) Draft evasion; (3) Commitment to goals
and objectives embodied in Teacher Corps philosophy.
Some joined because they really wanted to help. Others had
less worthy motives.
To many of the young men it was a way
out of the army until their 26th birthday.

' (2) To get a master's degree;
(1) To stay out of the army;
(3) To bide time while making decisions about the future.
(1) Dodge the draft and get an easy master's (male); (2) Find
a husband and get an easy master's (female).

In the follow-up interview, the principals were also asked to react to
~hether

they felt there was any noticeable difference in conunitment when

·reacher Corps interns were
their schools.

compared~~

provisional teachers who worked at

From the wide range of responses it was not possible to arrive

at a positive conclusion for one group over the other.

Generally, the chief

iJlstructional leaders in the schools did not feel that there was any definite
difference between the two groups with respect to commitment to teaching in
inner-city schools.

lhe following quotation illustrates the general ambiguity

connected with this question:
It is hard to make a generalization based on my experiencesometimes I feel that the women are more dedicated whether
they are provisionals or Teacher Corps members.
The second hypothesis stated:
Because Teacher Corps interns have been provided with
special training to teach successfully in the inner-city,
they were more competent in the areas of management, and
control of the inner-city classroom than provisional
teachers assigned to inner-city schools.
Supposedly one of the major features of the Teacher Corps program is the
idea of providing relevant training for the recruits so that they will be able

to function in the inner-city classrooms. During the evaluation of the second
hypothesis items that were employed to determine its validity were a comparison of the responses of the interns and the provisional teachers concerning

'

the usefulness of the courses they were required to take, the aspect of teaching where they had the greatest amount of difficulty, and which skill related
to teaching they felt had the greatest amount of difficulty, and which skill

related to teaching they felt was

mos~·

needed by a new teacher.

Later the

opinions of the principals, Teacher Corps team leaders, cooperating teachers,

;-

and other teachers were sought to ..aid in the evaluation of the success of
Teacher Corps interns in the areas of classroom control and management.
Interns were asked to evaluate the Teacher Corps pre-service and the inservice programs in terms of how they helped them teach in the inner-city by
selecting one of the following choices:

outstanding, more than adequate,

satisfactory, inadequate, and very inadequate.

To make a comparison, provi-

sional teachers were asked to evaluate on the same scale the usefulness of
the courses they were required to take during their first year of teaching.
Results are presented in Table 2.
TABLE 2
EVALUATION BY TEACHER CORPS INTERNS AND PROVISIONAL
'TEACHERS OF REQUIRED COURSES AS AN AID
FOR TEACHING IN THE INNER-CITY
Outstanding More Than
Adequate

Interns
Pre-Service

2 (3%)

Satisfactory

Inadequate

Very
Omittec
Inadequate

4 (5%)

28 (38%)

30 (41%)

7 (10%)

2 (3%)

3 (4%)

22 (30%)

27 (37%)

19 (25%)

2 (3%)

1 (2%)

7 (16%)

17 (39%)

18 (41%)

1 c2·•)

N=73

Interns
In-Service
N=73

Provisionals

'

In this study the responses for the choices of outstanding and more than
adequate were combined to give one percentage figure for the individuals who
This same.. procedure was used to combine the inade-

approved of the courses.

~-

quate and very inadequate choices to

g~t

a clearer picture of the two extremes.

for both the interns and provisionals the favorable responses are minusculeinterns pre-service 6%, interns in-service 4%, and provisionals 1%.

In con-

trast to these small percentages, the percentages for the combined total for
inadequate and very inadequate were 51%
in-service), and 80% (provisionals).

(intern~

pre-service), 63% (interns

It was clear that there was a large

amount of dissatisfaction with the required courses, but even with this overall high degree of dissatisfaction the provisionals expressed this dissatisfaction to a greater extent than the Teacher Corps interns.

The two percent-

ages presented previously for the combined categories of inadequate and very
inadequate were used to discover if there was a significant difference between
the interns and provisionals concerning their evaluation of courses offered.

A null hypothesis was established that there was no difference between the 63
percent dissatisfaction with the in-service program expressed by the interns
and the 80 percent for the provisionals.

The formulas for finding the standard

error of a percentage, the significant difference between two percentages, and
determining t were used.
INTERNS:
J'p

=

~

. -J

N

=

.057
'

=

5.7%

PROVISIONALS:
9p

J'(P

t

-~1 . P2)

=

=

.06

-

pl Ql

=

+

.P2 Q2

Nl
pl .,. p2

=

Jtcp1 - P2)

6%

=

.082

=

8.2%

N2

2.1

Because the 2.1 value of t represented a level of confidence between the
5% level {l.96) and the 1% level 2.58), it was not clear whether the difference
between the two percentages was significant.

Although it was not possible to

get a definite answer to whether the 17% difference between the two groups was
significant, on a strict percentage basis, it seemed as though the Teacher
Corps interns thought that they received more useful help even though the level
of satisfaction was very low.
Next, t;he investigation of t;he hypothesis moved to a study of the response
of the two groups in terms of which areas usually associated with teaching were
major problems for them.

Both groups were asked a similar question on their

questionnaire to assemble their responses concerning this matter.
Interns:

As a new Teacher Corps intern which of the following
did you find the most difficult?

Provisionals:

'

As a new provisional teacher which of the following

did you find most difficult?
1he alternatives for both questions were - (a) develop student interest;

(b) write lesson plans; (c) maintain classroom discipline; (d) keep accurate

school records; and (e) provide for. individual differences.
'11le responses are shown in Table 3 •

--

.

. TABLE 3
AREAS OF MAJOR CLASSROOM DIFFICULTY FOR TEACHER
CORPS INTERNS AND PROVISIONAL TEACHERS
Interns
N=73

A. DEVELOP STUDENT INTEREST

Provisionals
N=44

0 (0%)

4 (9%)

B.

WRITE LESSON PLANS

10 (14%)

5 (11%)

c.

MAINTAIN CLASSROOM DISCIPLINE

29 (40%)

17 (39%)

D.

KEEP ACCURATE SCHOOL RECORDS

4 (5%)

1 (2%)

29 (40%)

15 (34\)

1 (1%)

2 (5%)

E. PROVIDE FOR INDIVIDUAL DIFFERENCES
OMITTED

It was important that the matter of maintaining classroom discipline was
selected as being the area of major difficulty by a large percentage of the
Teacher Corps interns (40%) and provisional teachers (39%).

As mentioned in

the chapter on related literature, the matter of classroom control and discipline was a major concern of new teachers. 3 One of the central purposes of the
Teacher Corps Program was to

hel~

interns overcome this problem by developing

a unique program of teacher training.

But the results showed that the class-

room control was still a major problem for the interns,
3
· Cooperative Research Project No. 935, p. 210

Since the percentages

both groups were at.the S8.Jl\e level, this tended to refute the second
fot
b)'P°thesis. Based on their experience both groups were asked to respond to
,ilich skill is most needed by a new teacher.

Titis question was included be-

ca......ee there was a belief that there would be a difference between what was
considered most difficult and what was most needed. Ute results for both
groups are presented in Table 4.

TABLE 4
ABILITIES MOST NEEDED BY NEW TEACHERS AS SEEN BY TEACHER
CORPS INTERNS AND PROVISIONAL TEACHERS.
Interns
N=73

A. DEVELOP STUDENT INTEREST

33 (45%)

B. WRITE LESSON PLANS

1 (1%)

Provisionals
N=44
22 (50%)
1

(2%)

c.

MAINTAIN CLASSROOM DISCIPLINE

27 (37%)

13 (30%)

D.

KEEP ACCURATE SCHOOL RECORDS

2 (3%)

0 (0%)

E.

PROVIDE FOR INDIVIDUAL DIFFERENCES

10 (14%)

8 (18%)

In an effort to deternii.ne if there was a significant difference between
the thirty-seven percent of the Teacher Corps interns and the thirty percent

of the provisional teachers who selected maintaining classroom discipline as
most needed, it was necessary to find the standard error for both percentages,

'

the significance of the difference between the two percentages, and the value
ii

Of t,
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After establishing the null hypothesis that there was not any significant difference between the two percentages, it was necessary to use the appropriate
formula to test this hypothesis.
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The t of .8 made it necessary to accept the null hypothesis that there was no
significant difference between the two percentages.

When compared to pro-

visional teachers, Teacher Corps interns had an equal or greater concern for
new teachers being able to maintain classroom discipline.
On the basis of the criteria established to evaluate the second hypothesis
it was necessary to reject the second hypothesis that stated that the special
training provided for Teacher Corps interns allowed them to achieve greater

' to classroom control and management of
success than provisionals in regard
inner-city classrooms.

Almost an equal percentage for both groups selected

maintaining classroom discipline as their major difficulty.

In the other two

areas

compared for this hypothesis a significant difference between the

Teacher Corps interns and the provisional teachers was not found.

Because

of these facts it was not possible ..-~o accept the second hypothesis.

As

with the first hypothesis, an effort was made to gather the reactions of individuals who came in contact with the former Teacher Corps interns.

In

regard to the matter of classroom management and control they were asked to
give their opinion concerning whether they felt the interns had the needed
skills to a large degree, moderate degree, or completely lacking.

Results

are presented in Table 5.

TABLE 5

DEGREE OF CLASSROOM CONTROL FOR TEACHER CORPS INTERNS AS SEEN BY
INDIVIDUALS WHO WORKED WITH THE INTERNS
Lii.rge Degree
Principals

Moderate

Completely Lacking

N=ll

1 (9%)

10 (91%)

0 (0%)

Cooperating
N=34
Teachers

2 (6%)

21 (62%)

11 (32%)

Teachers

N=33

6 (18%)

22 (67%)

5 (15%)

N=l9

l (5%)

13 (68%)

5 (27%)

·Team
Leaders

'

Table 5 revealed that generally most of the individuals who worked with
the interns felt the Corps members had skills related to classroom control to
a moderate degree.

The selection of a moderate degree ranged from ninety-one

percent of the principals to sixty-two percent for the cooperating teachers.
~en

a comparison was made of the two extremes for this question, there was

a greater concentration in the area of completely lacking.

-

Approximately one-

..

third of the cooperating teachers and approximately one-fourth of the team
leaders felt that the interns were completely lacking in the area of classroom
control.
Tile third hypothesis dealt with the relationship between the colleges and
the interns.
Because the Teacher Corps program is based on a close
relationship between the local school system and the
participating colleges and universities, in comparison
to provisional teachers, Teacher Corps interns were able
to provide a better.instructional program for inner-city
students.
'Ihe factors that were used to evaluate this hypothesis were the responses of
the interns and provisionals concerning their satisfaction with the curriculum
offered at their schools, how frequently they were encouraged to attempt to
use new techniques and material, and how often they did actually utilize new
approaches for instruction.

To gather additional.information pertaining to

this hypothesis other individuals who had an opportunity to observe the Teacher
Corps interns were asked to evaluate the instructional program of the former
Teacher Corps interns,
Both the Teacher Corps interns and the provisional teachers were asked
a similar question related to their opinion of the curriculum of the school
where they worked.
INTERNS:

'

How did you feel about the curriculum offered at the school
where you served your internship?

PROVISIONALS:

How did you feel about the curricullll'll offered at the
school where you were first assigned as a provisional?

'lhese questions served a dual purpose that they were utilized to investigate
hoW the interns and provisionals

f~lt

about the curriculum that was being

offered to the students and later on the basis of these feelings, what they
did in their individual classrooms to improve the curriculum offered.

Tile

evaluation of the curriculum by the two groups is shown in Table 6.

TABLE 6
DEGREE OF SATISFACTION OF INTERNS AND PROVISIONAL
TEACHERS WITH THE SCHOOL'S CURRICULUM
Very
Satisfied

Satisfied

Neutral

Interns
N=73

2 (3%)

9

(12%)

1T (23%)

Provisionals
N=44

3 (7%)

11 (25%)

6 (14%)

Dissatisfied Very Dissatisfied
32 (44%)

19 (43%) .,

13 (18%)

5 (11%)

The results seem to show that the Teacher Corps interns had a slightly higher
degree of dissatisfaction with the curriculum of the schools where they worked.
Sixty-seven percent of the interns were dissatisfied or very dissatisfied
with the curriculum.

From the group of provisional teachers, fifty-four

percent selected.these two nega~ive choices.
Next the investigation focused on the encouragement the individuals in
the two groups felt they received to try new ideas and techniques in their in-

struction.

Both the interns and the provisionals were asked how often they

were encouraged to attempt new approaches in their instruction.

Table 7

presents these results.

TABLE 7

AMOUNT OF ENCOURAGEMENT RECEIVED BY TEACHER
CORPS INTERNS AND PROVISIONAL TEACHERS
TO TRY NEW INSTRUCTIONAL APPROACHES

Frequently

Seldom

Never

Oinitted

9 (12%)

41 (56%)

18 (25%)

3 (4%)

2 (3%)

4 (9%)

11 (25%)

16 (36%)

13 (30%)

Constantly

Interns
N=73

Provisionals
N=44

It was clear that the Teacher Corps interns received more encouragement to
attempt new instructional methods and techniques.

The choices for receiving

constant and frequent encouragement to attempt new techniques were combined
to give one percentage figure for each group.

A null hypothesis was estab-

lished that there was not a significant difference between the sixty-eight
percent for the Teacher Corps interns and the thirty-four percent for the
provisional teachers.

'

The standard error for both percentages, the signifi-

cance of the difference between the two percentages, and the value oft were
computed to test this null hypothesis.
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3.77

the t of 3.77 represented a very high level of significant difference between
the Teacher Corps interns and the provisional teachers.

It was necessary to

reject the null hypothesis because the t.I of 3.77 represents less than one
chance in one thousand that the difference occurred on the basis of the composition of the sample.
After seeing the amount of satisfaction and dissatisfaction voiced by the
two groups and the amount of encouragement they received to initiate new
nethods and utilize new materials, the study compared the degrees that attempts
were made by the two groups to try new techniques.

The results from the

previous two tables showed that the interns generally expressed a greater degree of dissatisfaction and received more encouragement than the provisional
teachers.

The obje.ctive of the ne'lct question was to determine if the combi-

nation of dissatisfaction with the present curriculum and a high degree of
encouragement to attempt new approaches caused individuals to utilize new
llethods of instruction to alter the school's curriculum.

Both the interns and

ovisional teachers were asked how often they attempted new techniques and
pt
,pproaches in their instruction. The response for both groups are shown in
fable 8.

..-

· TABLE 8
FREQUENCY WITII WHICH TEACHER CORPS INTERNS
AND PROVISIONAL TEACHERS UTILIZE
NEW TECHNIQUES OF INSTRUCTION
All the
Time

Interns

8 (11%)

N=73

Provisionals
N=44

9(20 1/2%)

Approximately
75% of
the Time

Approximately
50% of
the Time

Approximately
25% of
the Time

16 (22%)

31 (42%)

14 (19%)

4 (6%)

9(20 1/2%) 12 (27%)

14 (32%)

0 (0%)

Never

Table 8 revealed that approximately one-tenth of the interns and one-fifth of
the provisionals felt that they used new techniques for instruction all the
time,

At the frequency of approximately 75% of the time the percentage figures

for the two groups are similar.

When the percentages for the approximately

50% and 25% of the time were combined, it was seen that the totals for the

two groups were very close (61% fon the interns and 59% for the provisionals).
In this study it was assumed that the interns and provisionals would have
the same idea of what was considered to be new methods, and on the basis of
The response it was clearly revealed that the interns expressed a greater

degree of dissatisfaction with the curriculum being offered and were also en-

ouraged to a greater degree to attempt new methods and techniques than the

c

.

provisional teachers.

But when the interns were asked how often they tried new

and innovative ideas to initiate change in the curriculum or instruction, the
clear difference between the interns and the provisionals was not apparent.
'(11is fact is important because it illustrates that interns were given the opportunity to use innovative techniques, but continued to utilize regular methods.
Because the third hypothesis covered several areas that are vital for effective classroom instruction, several groups

w~o

had worked with the interns

..

were asked to evaluate several aspects of the instructional program offered by
the interns.

1he ability of the teachers to adequately organize instructional

material for an effective program is an important facet of teacher preparation.
To ascertain the degree that interns possessed skills related to this area, in~f

dividuals in each

the

gr~ups

were asked to evaluate the ability of the in-

terns to prepare lesson plans and units. 1he opinions are presented in Table 9.
TABLE 9

!

ABILITY OF TEACHER CORPS INTERNS TO PREPARE ADEQUATE LESSON PLANS AND UNITS
AS SEEN BY INDIVIDUALS WHO WORKED WITH THE INTERNS
Large

Degree

Moderate.

Completely
Lacking

Principals

N=ll

4 (36%)

7 (64%)

0 (0%)

Cooperating
Teachers

N=34

10 (29%)

16 (47%)

8 (24%)

Teachers

N=33

12 (36%)

18 (55%)

1 (3%)

Team Leaders

N=l9

12 (63%)

2 (11%)

.

5 (26%)
..

.

'

Omitted

2 (6%)

'fhe majority of individuals in all of the groups felt the interns had the necessary skills related to instructional planning from a moderate to a large degree.

Twenty-four percent of the cgoperating teachers and eleven percent of

the team leaders stated that they felt that the interns were completely lackin& in this area.
Two closely related factors that generally have a high correlation with
the success teachers achieve are the enthusiasm teachers have for their job
and the degree that they possess new ideas for teaching.

Table 10 represents

the extent that Teacher Corps interns possessed these two qualities as evaluated by some of their co-workers.
TABLE 10
THE DEGREE THAT TEACHER CORPS INTERNS POSSESSED ENnRJSIASM
FOR TEACHING AND NEW IDEAS FOR INSTRUCTION AS SEEN
BY INDIVIDUALS WHO WORKED WITH THE INTERNS
Large
Degree

Moderate

Completely
Lacking

Principals

N=ll

4 (36%)

7 (64%)

0 (0%)

Cooperating
Teachers

N=34

16 (47%)

14 (41%)

4 (12%)

Teachers

N=33

12 (36%)

18 (55%)

2 (6%)

Team Leaders

N=l9

7 (37%)

9 (47%)

3 (16%)

Table 10 showed that these areas

~ere

Omitted

1 (3%)

seen as a major strength of the interns.

Approximately one-third to one-half of the individuals in the four different
groups questioned, felt that interns had enthusiasm and new ideas for teaching

a large degree.

Most of the.other individuals questioned selected the moder-

te degree category.

The highest percentage for the completely lacking choice

tO
11

111115

the sixteen percent recorded for ....the team leaders.
Constructive student participation is an integral part of a successful

instructional program.

Because of the importance of this matter, individuals

tdlo worked at the schools where the interns served their internship were asked
to evaluate the interns in terms of their success in encouraging student involve ~ent.

Results are presented in Table 11.
TABLE 11
ABILITY OF TEACHER CORPS INTERNS TO ENCOURAGE CONSTRUCTIVE
STUDENT PARTICIPATION AS SEEN BY INDIVIDUALS
WHO WORKED WITH THE INTERNS

·-

Principals

N=ll

Large
Degree

Mod:erate

4 (36%)

7 (64%)

Completely
Lacking
0 (0%)
'

Cooperating
Teachers

N=34

13 (38%)

16 (47%)

5 (15%)

Teachers

N=33

10

(30%)

21 (64%)

2 (6%)

Team Leaders

N=l9

5 (26%)

11 (58%)

3 (16%)

~ce

Omitted

again, generally the interns were seen in a positive light.

From one-

fourth to one-third of the princip¥s, cooperating teachers. teachers and

-

team leaders felt that interns had the ability for developing constructive
student participation to a large degree.
Were in the moderate category.

The majority of the other responses

It seemed as though the majority of individuals

felt that the interns were able to develop good rapport with their students to
encourage them to become involved in classroom activities.
It was shown preciously from the question asked the Teacher Corps interns
that they considered the matter of providing for individual differences as one
of the areas of major difficulty and concern for them.

To obtain a second

. viewpoint of the interns' ability in this area, several other groups were
asked to evaluate the interns' skill for providing for individual differences.
The opinions are shown in Table 12.
TABLE 12
EXTENI' TIIAT TEACHER CORPS INTERNS POSSESSED THE SKILL TO
PROVIDE FOR INDIVIDUAL DIFFERENCES AND GROUP
INSTRUCTION AS SEEN BY INDIVIDUALS WHO
WORKED WITH THE INTERNS
Large
Degree

Moderate

Completely
Lacking

Omitted

I

j

Principals

N=ll

1 (9%)

Cooperating
Teachers

N=34

4 (12%)

21 (62%)

9

Teachers

N=33

8 (24%)

25 (76%)

0 (0\)

Team Leaders N=l9

2 •(10%)

14 (74%)

3 (16%)

9

(82%)

1 (9%)
(26%)

The results for this item illustrate that as with some of the other areas stu
died previously" that generally' the team leaders and cooperating teachers found

J

the interns with greater weaknesses in this area related to instruction than
the teachers or principals.

The majority of individuals in all groups selected

the moderate degree choice,

The teachers. as a group. had the highest esti-

mation of the skill of the interns to provide for individual differences and
group instruction with twenty-four.percent of them selecting the large degree
alternative.

An understanding and command of the subject matter being presented to the
students is an important factor in the success of teaching.
were asked to evaluate the degree that interns possessed a
riculum being offered.

The four groups
m~stery

of the cur-

Table 13 shows how individuals who worked with the

interns evaluated the interns command of the subject matter.
'TABLE ·13
DEGREE THAT TEACHER CORPS INTERNS POSSESSED AN ADEQUATE
MASTERY OF THE SUBJECT MATTER BEING TAUGlIT AS SEEN
BY INDIVIDUALS WHO WORKED WITH THE INTERNS
Large
Degree

Moderate

Completely
Lacking

Principals

N=ll

1 (9%)

10 (91%)

0 (0%)

Cooperating
Teachers

N=34

12 (35%)

18 (53%)

4 (12%)

Teachers

N=33

16 (48%)

17 (52%)

0 (0%)

Team Leaders

N•l9

8 (42%)

9 (47%)

2 (11\)

Omitted

Table 13 showed that except for approximately one-tenth of the cooperating
teachers and team. leaders, all o~ the other respondents felt that the interns
had a mastery of the school's subject matter from a moderate to a large degree.
The cooperating teachers and team leaders had substantial percentages in the

derate and large degree cat.egories.
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On this question the bulk of the princi-

pals selected the moderate choice.
The ability to motivate students to learn is the key factor in many instructional situations.
greater gains

~ill

Almost all educational authorities will agree that

be achieved if the students are motivated to achieve. Pre-

viously it was seen that interns did not feel that developing student interest
was a major difficulty for them and that developing this interest was the
~bility

most needed by a new teacher.

As with the other areas related to in-

struction, the principals, cooperating teachers, teachers, and team leaders
were asked to determine the degree that interns were able to motivate their
students.

Their viewpoints are presented in Table 14.
TABLE 14

EVALUATION BY INDIVIDUALS WHO WORKED WITH TEACHER CORPS INTERNS OF 1liE
EXTENT THAT INTERNS POSSESSED AN AWARENESS OF VARIOUS TECHNIQUES THAT COULD BE USED TO MOTIVATE STUDENTS

f
Large
Degree

Moderate

Completely
Lacking

Principals

N=ll

0 (0%)

11 (100%)

0 (0%)

Cooperating
Teachers

N=34

8 (24%)

23 (67%)

3 (9%)

Teachers

N=33

9 (27%)

24 (73%)

0 (0%)

Team Leaders

N=l9

4 (21%)

12 (63%)

3 (16"o)

Omitted

•
The results tended to show that these individuals tended to agree with the
interns' evaluation that the interns had a high degree of success in motivatin)!

students.

For all the groups the largest percentages appeared in the column

for a moderate degree.

Only the cooperating teachers and team leaders had in-

dividuals selecting the completely .lacking choice to describe the motivational
skills of the Teacher Corps interns.
It is important that a teacher be cognizant of the objectives of her instruction to help guide the direction of the lessons.

This knowledge is nec-

essary whether the objectives are formulated by the teacher, the student, or
through a joint effort.

To determine how Teacher Corps interns had an under-

standing of specific and general objectives and the ability to direct instruction to achieve them, the principals, cooperating teachers, teachers, and team
leaders were asked to evaluate the interns in these areas. Table 15 presents
the evaluation of these skills by groups who had contact with the interns in
the schools.
TABLE 15
ABILITY OF TEACHER CORPS INTERNS TO KEEP SPECIFIC AND GENERAL
OBJECTIVES IN MIND WHILE TEACHING AS SEEN BY
INDIVIDUALS WHO WORKED WITH THE INTERNS
Large
Degree

Moderate.

Completely
Lacking

Principals

N=ll

0 (0.%)

10 (91%)

0 (0%).

Cooperating
Teachers

N=34

5 (15%)

25 (73%)

4 (12%)

Teachers

N=33.

9 (27%)

23 (70%)

0 (0%)

Team Leaders

N=l9

2 (11%)

13 (68%)

4 (21%)

'

Omitted
1 (9%)

1

(3~•)

Table 15 is very similar to the previous table with a heavy concentration for
all groups on the moderate degree Choice and only individuals representing the
cooperating teachers and team leaders selecting the completely lacking alternative.

It seemed safe to state that the Teacher Corps interns had a know-

ledge of the objectives for their lessons.
After objectives have been determined and the process related to instruction has taken place, it is time to evaluate the extent that the desired objectives have been achieved.

To successfully perform this task, it is neces-

sary that an individual have at his conunand a variety of methods to measure
results in various areas.

In an effort to estimate the degree that interns

possessed a variety of techniques to evaluate the results of their instruction,
the opinions of the principals, cooperating teachers, other teachers, and
team leaders who worked at the same schools as the Teacher Corps interns were
gathered.

Resul~s

are shown in Table 16.
TABLE 16
'

EVALUATION BY INDIVIDUALS WHO WORKED WITH TEACHER CORPS INTERNS OF
OF THE EXTENT THAT INTERNS POSSESSED THE ABILITY TO USE A
VARIETY OF TECHNIQUES TO EVALUATE THE
SUCCESS OF INSTRUCTION
Large
Degree

'

Principals

N=ll

0 (0%)

Cooperating
Teachers

N=34

7 (21%)

Teachers

N=33

Team Leaders

N=19

Moderate

Completely
Lacking

10 (91%)

0 (0%)

23 (67%)

4 (12%)

8 (24%)

20 (61%)

4 (12%)

0 (0%)

15 (79%)

4 (21%)

'

Omitted
1 (9°6)

1 (3%)

-

'111e responses for the cooperating teaChers and the teachers are very similar
for all choices.

Al though neither the principals nor the team leaders had any

representation in the large degree .':?lumn, there was a difference in the completely lacking column with the principals having a zero percentage and the
team leaders having twenty-one percent. ·.
A recapitulation of the results of these eight tables showed that generally individuals in these groups felt that the interns possessed skills related
to classroom instruction to a moderate degree.

It is advisable when studying

these results to remember the possible limitation mentioned previously concerning the use of the three-point scale.

The choices of a "large degree" or

"completely lacking" might have been too extreme for some of the individuals
answering these questions, and with only the ''moderate" choice left, selected
it to describe the interns. Also, the choice of to a "large degree" exceeded
the completely lacking choice twenty-eight out of a possible thirty-two times.
When a comparison of the. opinions of the groups was made, it was discovered
that the principals and teachers had more favorable opinions of the Teacher
Corps interns than the cooperating teachers and team leaders.

It must be re-

membered that usually the cooperating teachers and team leaders had greater
opportunities to observe the Teacher Corps interns in the classroom.
Finally, with respect to this hypothesis that was centered on an evaluatio
of the teaching abilities of the Teacher Corps interns, the principals and
Teacher Corps team leaders were asked how many interns should remain to teach

'

in the inner-city based on the interns' capability to effectively teach in
the inner-city.
this matter.

Table 17 illustrates the opinions of the two groups concerning

TABLE 17
OPINIONS OF PRINCIPALS AND TEACHER CORPS TEAM LEADERS PERTAINING TO
HOW MANY TEACHER CORPS INTERNS SHOULD REMAIN TO TEACH IN INNERCITY SCHOOLS BASED ON THE INTERNS'
ABILITY TO DO A SUCCESSFUL JOB
All of
Them

Most of
Them

A Few of
Them

None of
Them

N=ll

l (9%)

4 (36%)

6 (55%)

0 (0%)

N=l9

2 (11%)

7 (36%)

8 (42%)

2 (11 %)

Astudy of this table revealed a heavy concentration in the two center columns
with a slight edge for the choice recommending a few interns remain to teach
in the inner-city over the choice of most of them remaining.

Although nine

percent of the principals and eleven percent of the team leaders felt that all
of the interns whom they came in contact with should remain to teach in innercity schools, by combining the colunms for all and most and then comparing
these two against the colunms for a few and none, a slight majority of the
respondents selected the latter two.
On the basis of the information gathered it was necessary to reject the

third hypothesis.

The rejection was centered on the factor that the interns

expressed greater dissatisfaction with the schools' curriculum than the provisionals, received more encouragement to attempt new ideas for instruction,
but they did

not~

' extent, utilize new methods in their classto a significant

rooms when compared with the provisional teachers.

Although it was necessary

to reject the third hypothesis, generally the interns received complimentary

efa1uations for their'skill and ability in several areas realted to successful
instruction from individuals who worked at the same schools where the interns
1torked.

The complimentary evaluations were not uniform for the four groups

questioned because the team leaders..-~d cooperating teachers who had the closest contact with the interns had a somewhat more negative opinion of the interns' abilities than the principals and other teachers in the school.
The fourth hypothesis concentrated on the attitude of Teacher Corps interns and provisional teachers toward the students in inner-city schools.
In terms of having a positive attitude toward inner-city
students and a belief that inner-city students have potential on a par with other students, members of the
Teacher Corps possessed a more optimistic attitude than
provisional teachers.
1be choices of the interns and provisionals from the list of adjectives used
, to describe inner-city students were utilized to evaluate the validity of this
'hypothesis.

Also, the reactions of both groups in terms of their feeling con-

cerning acceptance or rejection by the students was studied because it was felt
' that some of the reasons stated for the degree of acceptance or rejection had
a bearing on this particular hypothesis,

Later in the investigation of this

hypothesis the reactions of other individuals who worked with the Teacher Corps
sought to ascertain how they felt the interns understood the needs of
inner-city students.
In an effort to evaluate the attitude of the interns and the control group

' youngsters, they were asked on their
of provisionals concerning inner-city
questionnaires to select from a list of fifty descriptive adjectives the six
or seven that best described the students they taught during their internship

ot their first year as a provisional teacher.

The top ten choices in terms of

frequency are shown in Table 18.
TAJlLE 18
RANK ORDER OF THE TEN MOST FREQUENTLY SELECTED ADJECTIVES BY
TEACHER CORPS INTERNS AND PROVISIONAL TEACHERS TO
DESCRIBE CHARACTERISTICS OF INNER-CITY STUDENTS
TEACHER CORPS INTERNS

PROVISIONAL TEACHERS
N=44

N=73

Mjectives
1. Frustrated
2. Friendly
3. Talkative

4. Alert

s.

6.
I 7.
8.
I 9.
10.

t

Emotional
Noisy
Creative
Playful
Curious
Honest

Number of Times
Selected

Adjectives

38
27
23
23

1.
2.
3.
4.
S.

20

6.

19
19

8.

36

7.
9.
10.
10.

18

·17

Frustrated
Emotional
Hyperactive
Noisy
Playful
Friendly
Impulsive
Talkative
Moody
Bitter
Curious

Number of Times
Selected
19
15
14
12
12
12
11
11

10
7 (tie)
7 (tie)

A study of this table revealed that there was a large degree of overlap between the two groups because seven of the adjectives appeared in both lists.
j'Although these seven adjectives pointed toward similarity, there was a dist inc
difference between the items selected by one group, but not the other.

I

The

other three items in the top ten selected by the former interns (alert, crea-

'

tive, and honest) definitely could be considered positive characteristics.
However, the three adjectives and the one tied for tenth that only appear on
the list for the former provisionals (hyperactive, impulsive, moody, and

bitter) could be considered to be negative in nature.

Concentrating on the

most frequently listed adjectives that are not conunon to both groups, it
appeared as though the Teacher Corps interns had a more positive outlook con...-

cerning inner-city pupils.
At this point the matter of how individuals felt concerning their acceptance or rejection by the students will be considered.

Both interns and pro-

visionals were asked these questions:
How were you accepted by the students of the school?
What do you feel was the major reason for the degree
of your acceptance or rejection?

The purpose for asking these questions was to see if there was a pattern of
difference between the Teacher Corps interns and the control group of proviThe responses to the first question
in Table 19.
TABLE 19
EVALUATION BY TEACHER CORPS AND PROVISIONAL TEACHERS
CONCERNING THEIR ACCEPTANCE BY INNER-CITY STUDENTS

Interns

Warmly
Accepted

Accepted

Neutral

27 (37%)

37 (51%)

7 (9%)

0 (0%)

8 (18%)

4 (9%)

Rejected

Strongly
Rejected

N=73

Provisionals
N=44

12 (27%)

0 (0°o)

'!11e results show that generally individuals in both groups felt that they were
accepted by the students with 88% of the interns selecting either the warmly
accepted or accepted choice and 73%.__of the provisionals selecting one of these
two choices.

In an attempt to determine if there was a significant difference

between the 88% for the Teacher Corps interns and the 73% for the provisional
teachers, the formulas for finding the standard error of a percentage, the
, significant difference between two percentages, and the value of the t were
utilized.

As in previous instances the first step was to establish a null

hypothesis that there was not any significant difference between the 88% of
the interns and the 73% of the provisional teachers.

INTERNS:

.Pp

·F

=

=

.038

3.8\

PROVISIONALS:

Sp=_ftF
J'cp

- P2)
1

.

=

=

=

.066

6.6\

p2 Q2

pl Ql
+

Nl

,

=

.076

.

7.6\

N2

'

l'

t

=

pl - p2

=

2.0

'(pl - P2)

'
It was not possible to determine if there was a significant difference between
the two percentages because the 2.0 value of t represented a confidence level
between one and five percent.

The reasons given by the interns and provisionals concerning their accept31lce or rejection by the students were much more informative than the percentage figures related to the degree of acceptance.

.--

Following are examples

of how individual Teacher Corps interns and provisional teachers felt they
accepted or rejected and the reasons.
INTERNS:
Warmly accepted-I have a great love and concern for all children
and I also have a positive attitude toward teaching. I love
working with children and guiding and motivating.
Neutral-Some students had mixed emotions about my race, while
others accepted it.
Accepted-I managed to demonstrate a sincere interest in them
and they responded.
Warmly accepted-Honesty in my attitudes towards the studentsmutual respect and confidence.
Warmly accepted-My jokes.

I always try to help the child.

Accepted-I enjoyed being with each child.
Warmly accepted-Children in their own way can usually sense
when a teacher loves them and wants their minds to grow as
much as they danm-well can.
Warmly accepted-I think they just responded naturally to somebody who was friendly, showed an interest in them, and was
different.
Accepted-Generally, those we worked with on an individual basis
dug the special attention. However, there were still many who
viewed us as dirty honkies.
Accepted-I went to a similar grammar school and could emphathize
with the "problem" children.

'

Accepted-The children need a lot of attention and we were able to
provide extra help. Also, we were not figures of authority.
Accepted-Genuine concern.

Warmly accepted-We liked the kids.

They were wonderful people.

Warmly accepted-The kids welcome any chance to learn. Any interested
adult is welcome until outside pressure forces disapproval.
PROVISIONALS:

·-

Rejected-Racial prejudice and lack of acceptance of authority.
Accepted-Showed great interest in all students' education and
welfare. Spent free weekends helping students.
Warmly accepted-I was of the comnnmity and many of the students
knew me before I started teaching. I resided two blocks from
school and the students were frequent visitors to my apartment
(4th graders in groups).
Rejected-I was totally ill prepared for the problems of innercity children or how to cope with them. I was not helped, but
watched to see if I were a racist.
Warmly accepted-They must know you are capable and interested.
Accepted-Color difference.
Rejected-Hated the system and school.
Warmly accepted-The students knew I genuinely wanted to help
them learn and improve themselves and 99% forgave me for being
white.
Accepted-The children felt I was making a real effort to help
them learn.
Accepted-I was too young, too emotionally involved, and too white.

j

I

Neutral-To the students, I was another foe, something in their
lives to conquer. They didn't like or dislike me. They just
regarded me as another adversary.
Accepted-There is a wider range of diversity in student personalities
than in faculty personalities because there are more students than
faculty; therefore, it ts difficult to determine the actual degree
of acceptance. My being in the racial minority affected one or
two of the students at first. For the most part, the students
were congenial. They could sense that I was sincere in trying
to help. Walking home with some of the children on my way to
the bus stop helped them realize I was a real person and not an

invader from another world. To sum it up, we liked each other
and so we accepted each other.
Although it was not possible to establish a significant difference between the interns and provisionals in terms of how they felt they were accepted by their students, on a strictly percentage basis, the interns had a higher
percentage of acceptance.

Also, a comparison of the descriptive adjectives

for the inner-city students showed that the interns had a tendency to select
more positive adjectives than the provisionals.

Finally, a study of the state<

reasons of the interns and provisionals for their degree of acceptance or
rejection by their students revealed more pessimism on the part of provisional
teachers.

Because of the above facts the fourth hypothesis was accepted.

In connection with the fourth hypothesis other individuals were asked
to evaluate the interns' understanding of certain problems associated with
some inner-city youngsters.

A few of the problems referred to in this ques-

tion are that some students may come from broken homes, suffer from an inade·
quate diet, lack necessary clothing, lack the proper health care, or live in
very cramped apartments.

The purpose was to measure the degree which interns

were aware that some problems might exist in the inner-city school that would
not be present inanaverage middle-class school.
the knowledge, the greater the positive attitude.

It was felt that the greater
On

the questionnaires £or

for principals, teachers, team leaders, and cooperating teachers they were
asked to what extent did Teacher Corps interns understand the special needs

'

and problems of some inner-city students.
of these individuals.

Table 20 presents the opinions

TABLE 20
DEGREE THAT TEACHER CORPS INTERNS POSSESSED AN UNDERSTANDING OF
THE SPECIAL NEEDS AND PROBLEMS OF SOME INNER-CITY STUDENTS AS
MEASURED BY INDIVIDUALS" WHO WORKED WITH THE INTERNS
Large
Degree

Moderate

Completely
Lacking

Principals

N=ll

6 (55%)

5 (45%)

0 (0%)

cooperating
Teachers

N=34

11 (32%)

15 (44%)

8 (24%)

Teachers

N=33

14 (43%)

12 (36%)

7 (21%)

Team Leaders

N=l9

7 (37%)

3 (16%)

9 (47%).

For the four groups questioned the range from approximately one-third to
approximately one_-half in, the "Large Degree" colUJIUl represented the highest
concentration for all t!1e groups on the "Large Degree" choice.

On other

questions percentage figures for individuals in a particular group may have
surpassed the large degree percentage for this item, but the generally high
percentages for the groups exceeded that received on any of the other questions.
It was also important to note the representative percentages, except for the
principals, in the completely lacking category.
Of the original four hypotheses established for this study that the
Teacher Corps interns would be superior to the control group of provisional

'

teachers, three of them had to be rejected.

The study of the three rejected

hyPotheses disclosed that in most instances there were some factors that
favored the interns, but there were also other points that presented a negative

picture when the interns were compared with the control group.
In the follow-up interviews with the· principals, they were asked questiOJIS

that generally covered the four.Jiypotheses presented and asked if they

)lad

a preference for either Teacher Corps interns or provisional teachers.

~e

of the major purposes of these discussions was to extend the comparison

between the Teacher Corps interns and provisional teachers.

A wide range of

attitudes were revealed by the responses with some principals favoring the
interns and others the provisional teachers.

Sample quotations to illustrate

the reasons behind the choices follow:
If I had a choice, I definitely would select the Teacher Corps
interns. I would select the interns if only on the basis of
their year of experience in the building and having an opportunity to know the routine, procedure and students. Also
generally they were much better prepared teachers because they
had a year to operate with some of our better teachers.
No question, I would prefer the Teacher Corps interns. There
are exceptions but untrained provisionals coming in cold usually
have problems.
My idea is that the type of preparation is not the deciding factor,
some individuals have it and others don't. I feel teachers are
born not made. Some people as provisonals or Teacher Corps
interns go in the classroom and immediately take over and do
a good job. I don't mean only to keep order, but also to carry
on a good instructional program.
I definitely, with out exception, would select Teacher Corps
members. I am in favor of the Corps.
If I had a choice, I would take the provisionals. I like the
Teacher Corps interns, but I like the provisionals better. The
outside activities of interns during the first year draws from
their effectiveness in the school.
I would take provisionals in terms of conunitment and ability.
Generally during the intership the interns are primarily engaged
in enrichment .and supplemental activities. Their training in the

classroom was not like that of the average student teacher.
I feel there was not enough emphasis on teaching the basic
subject areas, and they were used to always having someone"
either the cooperating teacher or the team leader-to turn
to for help. The team leader was fabulous and they worked
with the best teachers in the school, but when they no
longer could rely as much on the help of these people, they
"copped out". When they had to be on one side of the desk
and assume full responsibility for thirty children, have
recess duty instead of drinking coffee with eighteen other
teachers in the lounge, they could not take it.
I have had only limited experience with provisional teachers,
but on this experience I feel that they are not suited for
teaching in an elementary school. They would be better in
a high school situation teaching English or history because
they are not able to come alive and work with the younger
children.
Up to this point the ideas and opinions of the Teacher Corps interns and

individuals in the various groups who worked with the interns inside the
school have been discussed.

To expand the evaluation to individuals outside

of the schools, some of the individuals who worked at agencies and organizations where Teacher

Co~s

interns performed their community work were asked

a series of questions to determine how the interns functioned in the community
and how they were received in the community.

Following is a list of the

thirteen questions asked to obtain this information:
1. Is your organization one that is primarily academically
oriented or do you provide any type of academic service?
2. Do you have any direct or indirect contact with the schools
ll'.
,-,_;',\i:Jity?

3. How did you become aw&re of the availability of Teacher
Corps interns?
4, Did you seek the services of Teacher Corps interns or did
someone offer their help to you or your agency?

5. On an average how many hours a week did they work £or
your agency?
6. Briefly what were some of the types of jobs or duties
that were given to the_j.nterns?
7. Do you know if while working at your agency the interns
came in contact with any of their students?
8. How was the relationship between Teacher Corps personnel
and the other individuals on your staff?
9. How were Teacher Corps interns accepted by various segments
of the conununity?
10. Was there any enmity or difficulties based on race, religion,
or cultural background?
11. Did your organization benefit from the work done by the
Teacher Corps interns?
12. Do any former Teacher Corps interns still work with your
organization? .
13. Would you care to have Teacher Corps interns work with
your organization in the future?

In their community involvement the Teacher Corps interns were involved
in many diverse activities including recreational, neighborhood, tutorial,
social, and health activities.

From this variety of agencies ten individuals

who were listed as the director or the person in charge of the organization
. Teacher Corps interns worked were contacted for interviews to serve as a representative sample.

If this sample is a true indication of the acceptance

or value of this part of the Teacher Corps Program, it can be said without a

'
doubt that this was the strong point
of the program.
Some of the facts discovered from the broad questions related to organization and the contacts between the agencies, schools and interns were of

the ten agencies contacted six were academically oriented, five had contacts
~ith

the local schools, and the amount of time contributed to individual

agencies ranged from nine to thirtr_hours a week.

The interns at seven of

the organizations had an opportunity to work with some of their students.
When the interviews moved to the area of inter-personal relations between
the Teacher Corps interns, the staff personnel and the community, it was revealed that the representatives of the community organizations unanimously
felt that there was an excellent relationship between the interns and other
staff members; also, except for one instance, the interns were accepted by
the community.

'lbere was unanimous agreement that the agencies benefited

from the help that the Teacher Corps interns provided.

In conclusion, of the

ten agencies surveyed, only two reported that any of the Teacher Corps interns
were still connected with their agency, but all of the organizations were
very enthusiastic-to have interns assigned to them in the future.
The very high level of enthusiasm for the interns by community groups
was a surprise because the information provided by the Teacher Corps interns
and the team leaders concerning community involvement was more general in
nature.

Both the questionnaires for the interns and the team leaders attemp-

ted to gather information concerning the required community service phase of
the program.

In an effort to determine how the interns felt about the amount

of time required for the community work phase of the Teacher Corps Program,

' reactions concerning this matter.
the interns were asked for their

It was

discovered that the majority of the interns felt that a fair amount of work
was required.

Of the seventy-three interns who responded, fifty-five, an

overwhelming majority, felt that the amount of community work was at a level

that could be considered fair.

Eight
1interns responded that it was too much
.

eight selected too little, and two did·not respond to this question.

.

Next

the interns were asked how conuntmi.!Y work was related to their classroom
activities and needs.

With respect to this question, the interns were asked

to respond in terms of a complete relationship, an extensive relationship,
very little relationship, or absolutely no relationship.

Table 21 presents

the J""esults.
TABLE 21
DEGREE OF DIRECT RELATIONSHIP BETWEEN C(M.RJNITY WORK AND
CLASSROOM ACTIVITIES AND NEEDS AS SEEN BY
·TEACHER CORPS INTERNS
Number
Complete Relationship

Percentage

4

5%

An Extensive Relationship

22

30%

Very Little Relationship

38

53%

9

12%

Absolutely No Relationship

Table 21 revealed that over half of the interns saw very little relationship
between their conununity activities and their classroom jobs, and an additional
twelve percent felt that there was absolutely no relationship between conmunity work and

t~e

school.

Togeit:her these two choices represented approxi-

mately two-thirds of the interns.
The last question asked the interns concerning conununity services cen-

r
tered how the interns felt their community efforts aided them in improving
illstruction in the classroom and increased their understanding of the students.
11115 was very important since one of the major purposes of the community work
..

~as

--

to allow the interns to improve their understanding of the community and

the students.

The opinions of the interns are presented in Table 22.
TABLE 22

INTERNS' EVALUATION OF THE DEGREE THAT THE COt<MUNITY WORK AIDED
THEM IN CLASSROOM INSTRUCTION AND ACHIEVING A BETTER
UNDERSTANDING OF THEIR STUDENTS
Number

Percent

A Great Aid

23

31%

A Small Aid

32

44%

No Aid

18

25\

The largest group of interns selected the small aid alternative, whereas
twenty-five percent saw
at the school.

j questions

the~r

community involvement as no aid for their duties

It was easy to comprehend from the answers to these three

that the interns had a more mixed reaction toward community work

than the representatives of the community organizations.
The Teacher Corps team leaders had the responsibility to arrange, supervise• and participate in the conununi ty activities.

Therefore• they were the

'

individuals from the Teacher Corps Program who were closest to the interns
during the conununity activities,

Since they were in this position, the team

leaders were asked how they evaluated the .interns 1 reaction to conununi ty work.

'!'he answers of the team leaders in terms of the numbers and percentages for
t1ie five choices used to describe the reactions of the Teacher Corps interns
g.te

illustrated in Table 23.

...

-

TABLE 23

TEAM LEADERS' EVALUATION OF THE REACTIONS OF THE TEACHER
CORPS INTERNS TOWARD THE REQUIRED COMMUNITY WORK

Number

Percentage

3

16\

7

37\

4

21\

Disliked It

1

5\

Actively Disliked and Tried
to Avoid It.

4

21\

, Eager Anticipation and Enjoyment
Approached It with A Limited
Amount of Enthusiasm

I Considered

It a Necessary- Chore

I

I

'

'('he response from the team leaders showed a wide sampling without an extremely
heaVY concentration on any choice.

After studying the distribution of respon.'

ses, a tendency was revealed that the team leaders saw more of the interns ap-

-

..

proaching this phase of the program with enthusiasm and enjoyment than the
number who rejected this activity.

'Ihe two choices characterizing enthusiasm

and enjoyment had forty-seven percent, while the two characterizing dislike for

the community work had twenty-six percent,
One of the listed purposes of this study was to determine if certain characteristics could be used to separate the Teacher Corps interns who completed
the program and remained to teach in the inner-city schools from those who
either failed to complete the program or completed the Teacher Corps Program,
but did not stay to teach in the Chicago School System.

'Ihe primary reason

for gathering this information was to determine if certain factors should be
considered in the_future when attempting to recruit Teacher Corps interns. Demographic factors such

~s

the type of college attended, college major, grade

point averages, age, sex, race, the size of the interns' hometown, and the
location of the hometown were considered.
'Ihe first area investigated was the size and type of college or university

the interns attended during their undergraduate years.
into five categories:

Colleges were divided

large state universities, small private liberal arts

colleges, large private universities, teachers colleges, and black colleges.
Of the one hundred ten interns who entered the second or third cycle of the

'
Chicago Teacher Corps Program seventy-six
(sixty-nine percent) completed the
full two year program.

At the first level, a distinction was made between

those who completed the program and those who dropped out of the second or

third cycle before completing the· full two years.

Results for the comparison

of the types of undergraduate institutions and the retention rates are pre..-

sented in Table 24.

TABLE 24
A COMPARISON OF SUCCESS~UL INTERNS AND UNSUCCESSFUL INTERNS IN
TERMS OF PERCENTAGES COMPLETING Tiffi TEACHER CORPS PROGRAM AND
THE TYPE OF UNDERGRADUATE COLLEGE ATTENDED
Completed the
Program

Dropped Out of
the Program

Large State Universities

N=32

19 (59%)

13 (41%)

Small Private Liberal Arts Colleges

N=26

19 (73%)

7 (27%)

Large Private Universities

N=29

19 (66%)

10 (34%)

Teachers Colleges

N=3

2 (67%)

1 (33%)

Black Colleges

N=20

17 (85%)

3 (15%)

The completion percentages for four of the types of colleges are close to the
sixty-nine percent for the entire program.

Black colleges are an exception

from the other colleges with a percentage figure of eighty-five percent.

This

was twelve percentage points higher than the second highest percentage.
The comparison of demographic factors at the second level was between
those Teacher Corps interns who completed the program and remained to teach
in Chicago

inner~city

'
schools and.those
interns who either dropped out of the

program or completed the program, but did not remain to teach in Chicago innerci ty schools.

From the total of one hundred ten interns who entered the second

or third cycle of the Chicago program, thirty.-five were still teaching in
Chicago schools in September, 1971-.

As stated previously this represented a

retention rate of thirty-two percent.
..-

A comparison of the numbers and percen-

tages for the interns who attended the various types of colleges and their
retention rates are advanced in Table 25.

TABLE 25
A COMPARISON OF INTERNS WHO REMAINED TO TEACH IN CHICAGO
INNER-CITY SCHOOLS AND THOSE WHO· LEFT AND THE TYPES OF
UNDERGRADUATE COLLEGES ATTENDED
Employed in
Not Enployed in
Chicago Schools Chicago Schools
September, 1970 September, 1970
Large State Universities

N=32

6 (19%)

26 (81%)

Small Private Liberal Arts Colleges

N=26

8 (31%)

18 (69%)

Large Private Universities

N=29

10 (34%)

19 (66%)

Teacher Colleges

N=3

1 (33%)

2 (67%)

Black Colleges

N=20

10 (50%) .

10 (50%)

As one might expect the percentage for each type of educational institution

,I

was less than the previous table, but there was a corresponding decrease for

I

each of the categories of the colleges.

I

i

I
I

Similar to the results of Table 24,

this table showed that the highest percentage was for interns from black colleges and the lowest percentage for the interns from large state universities.

'

The Teacher Corps interns represented a wide spectrum of college majors.
Six subject areas had a sufficient number of interns to be considered as a
separate area of study.

Since eleven interns had unique college majors such

I

I.!

'

:

:1

I

BS art, foreign languages, religion or music, they were grouped in a category

'!

labeled others.

The percentages for completion rates ranged from a high of

eighty-six percent for education majors to a low of sixty percent for social
science majors.

The percentages for all of the categories are shown in

Table 26.
TABLE 26
COLLEGE MAJOR OF nm TEACHER CORPS INTERNS AND A COMPARISON OF
nm COMPLETION RATES FOR THE TEACHER CORPS PROGRAM

Completed the Program
Business
Social Sciences
Psychology
English
Education
Science
Others

f

N=lO
N=43
N=S
N=24
N=7
N=7
N=ll

7
26
6
19
6

(70%)
(60%)
(75%)
(79%)
(86%)
s (71%)
7 (64%)

Dropped Out of
the Program
3 (30%)
17 (40%)
2 (25%)
s (21 %)
1 (14%)
2 (29%)
4 (36%)

In terms of percentages there was not a wide difference in the completion rates

·,

I

between the interns who had majored in different subject areas.

Table 27 re-

presents the second level of comparison and portrays the extent that interns

I

who majored in various subject areas remained to teach in Chicago inner-city

j schools.

'

1i

TABLE ·27
A COMPARISON OF TEACHER CORPS INTERNS IN TERMS OF THEIR MAJOR
SUBJECT AREA IN COLLEGE AND THEIR
RETENTION RATE IN CHICAGO SCHOOLS
Employed in Chicago
Schools
September, 1970
social Sciences
psychology

N=lO
N=43
N=S
N=24
N=7
N=7
N=ll

4
17
2
6
2
3
1

Not Employed in Chicago
Schools
September, 1970

(40%)
(39%)
(25%)
(25%)
(29%)
(43%)
(9%)

6
26
6
18
5

(60%)
(61%)
(75%)
(75%)
(71%)
4 (57%)
10 (91%)

the highest rate for completion was for the education majors, but
retention rate shown in Table 27 was for the interns who majored
Science was closely followed by business and social sciences.

It

should be noted that interns who majored in the various social science areas

had the lowest completion rate for the two year Teacher Corps Program, but in
[comparison with interns from other subject fields, had one of the highest
tates for retention.

From the information available, it was not possible to

determine if the large number of interns in the social sciences caused the
relative difference between the two comparisons.
The third factor studied was 'the cqllege grade point average for the
Teacher Corps interns.

It was granted in advance by the study that the rela-

tion between the same letter grade at different colleges may be very limited

because of differel).t requirements at the different schools.
~areness

There was an

of this limitation, but it was-felt that for comparison purposes

the internal discrimination of

grad~_point

averages could be used.

Since the

purpose was to compare grade averages, it was necessary to convert all grades
to the following scale:

C=2. 00,

B=3. 00, A=4. 00.

The percentages for com-

pletion rates for interns with various grade point averages are shown in
Table 28.

TABLE 28
PERCENTAGES OF TEACHER CORPS INTERNS WHO COMPLETED TiiE SECOND
AND TiiIRD CYCLE OF THE CHICAGO TEACHER CORPS PROGRAM AND
THEIR UNDERGRADUATE GRADE POINT AVERAGE
Completed the Program
Below 2 .o

N=2

2 (100%)

Dropped Out of
The Program
0 (0%)

2.0

to 2.49

N=40

32 (80%)

8 (20%)

2.5

to 2.99

N=45

28 (62%)

17 (38%)

3.0

to 3.49

N=l7

10 (59%)

7 (41%)

3.5

to 4.0

N=6

4 (67%)

2 (33%)

tlith the exception of the interns with a grade point average between 3.5 to
4.0, the completion rate decreased as the grade point average increased.

The

distributions of the grade point averages was what one might expect with the

'

largest proportion of the interns concentrated in the middle range (low to
high C average) with a small number of interns on the two extremes.
After the results for the completion rates were gathered additional

Jll&terial was assembled to discover if there was a pattern for the retention

.

rates for interns with various grade point averages.
findings for this phase of the

Table 29 shows the

stu~r-·

TABLE 29
A COMPARISON OF TIIB RETENTION RATE FOR TEACHER CORPS INTERNS AND
TIIBIR CORRESPONDING GRADE POINT AVERAGES
-

Employed in Chicago
Schools
September, -1970

Not Employed in Chicago
Schools
September, 1970

-Below 2.0

N=2

0 (0%)

2.0 to 2.49.

N=40

13 (33%)

27 (67%)

2.s to 2.99 ..

N=45

15 (33%)

30 (67%)

3.0 to 3.49

N=l7

4 (23%)

13 (77%)

3.5 to 4.0

N=6

3 (50%)

2 (100%)

i

3 (50%)

1be group of interns with the highest grade point average had the highest
retention rate, but it must be noted that this fact could have been influenced
by the small number in the group.

Retention percentages for the interns in

stood out from the other grade pofnt averages.
Next, the investigation attempted to determine if the age of the Teacher

Corps Program.

The objective was to see if youthful vigor or greater maturity

11as a factor on the retention rates.· The facts related to the age of the
interns are shown in Table 30.
........

-

TABLE.30
A COMPARISON OF THE AGE OF TEACHER CORPS INTERNS AND THEIR
COMPLETION PERCENTAGES FOR THE TEACHER CORPS PROGRAM

It was readily seen that a disproportionate number of the interns were in one
age group; therefore, it was difficult to really determine if there was a
difference between the various groups.

The highest completion percentage was

recorded by the interns in the 28 to 31 years of age category.
thirty-five years of age had the lowest completion rate.

Interns over

Even though one is

' not able to discriminate between the retention rates for the various ages on

I

I

the basis of the information provided in Table 30, the table does illustrate
that the individuals in the Chicifgo Teacher Corps Program constituted a young
group.
On

the secondary level, the ages were again compared to ascertain if the

r
pattern for completion was also true for the retention rates

o(

the interns.

ra.ble 31 presents these results.
· TABLE ·31
RETENTION RATES OF TEACHER CORPS INTERNS IN
THE VARIOUS AGE GROUPS
Employed in Chicago
Schools
September, 1970

Not Employed in Chicago
Schools
September, 1970

-

20-23 years

N=70

26 (37%)

. 44 (63%)

24-27 years

N=20

5 (25%)

15 (75%)

28-31 years

N=9

2 (22%)

7 (78%)

32-35 years

N=3

0 (0%)

3 (100%)

Over 35 years

N=S

2 (25%)

6 (75%)

With the exception of the interns who were over thirty-five years of age, the
percentage of interns remaining to teach in Chicago inner-city schools decreased as the age increased.

Since the bulk of the interns were in the 20

to 23 age bracket, the thirty-seven percent retention rate for this group
was close to the thirty-two percent retention for all the interns who entered
'the program.
A comparison was next made to determine if there was a significant difference between the males and females who entered the Chicago Teacher Corps

'

Program in terms of percentages completing the program.

From the total of one

hwidred ten interns involved in the second and third cycle, sixty-six were
male and forty-four were female.

Completion rates for both sexes are shown

r _________________________________....,
~

in Table 32.

TABLE.32
A COMPARISON OF THE ·C:OMPLETION RATES FOR MALE AND
FEMALE TEACHER CORPS INTERNS
Completed the Program

Dropped Out of the Program

Male

N=66

47

(71%)

19 (29%)

Female

N=44 .

29 (66%)

15 (34%)

Tilere was only a difference of five percentage points between the two sexes.
On the basis of the information provided in Table 32, it could not be stated

that there was a significant difference between the male and female interns.
As with other demographic factors, the matter of the sex of the interns

was investigated to see if the retention rates were influenced by this factor.
Table 33 is used for this purpose.

· TABLE.33
SEX OF TEACHER CORPS INTERNS AS A FACTOR FOR
RETENTION IN INNER-CITY SCHOOLS

Employed in Chicago
Schools
September, 1970

'

Not Employed in Chicago
Schools
September, 1970

Male

N=66

25

(38%)

41 (62%)

Female

N=44

10 (23%)

34 (77%)

e results in Table 33· showed· a wider·pereentage difference. for the two sexes
111
tJillll the difference recorded for the· completion rates~ Since there was a
~fteen

point percentage difference .between the male and female interns, the

fotJllUlas for finding the standard error of a percentage, the significant difference between the percentages and the value of t were utilized to determine
if there was a significant difference.

MALE INTERNS:
cS'p ..

..

.06

=

6\

FEMALE INTERNS:

J'p

6.3\

•

.063

•

11,;

9

.

(Pl - P2)

..

Ql

p2 Q2
+

pl - p2

.s>cp 1

•

.088

•

8.8\

N2

Nl

t =

=

1.7

- p2)

Since at of 1.7 was obtained, it was not possible to state the difference between the two percentages was significant.

A 1.7 value oft was much smaller

than the t of 2.58 usually required before the t is considered significantly
different.

'

Tile race of the interns was a factor that was investigated to ascertain

.if this demographic factor was connected to the completion or retention rates.
ftolD the total of one hundred ten Teacher Corps interns in the two cycies stu-

died seventy-eight were white and tbirty .. two were black.

Forty-eight of the

tlhite interns completed the program, and twenty-eight of the black interns finished the two year Teacher Corps Program.

Tilis represents completion percen-

tages of sixty-two percent and eighty-seven percent respectively for the two
groups.
When the investigation moved to a study of the role of race in terms of
the numbers who remained to teach in Chicago inner-city schools, the following
results presented in Table 34 were obtained.

TABLE 34
RACE OP TEACHER CORPS INTERNS AS A FACTOR ON THE RETENTION
PERCENTAGES OP INTERNS IN INNER-CITY SCHOOLS
Employed in Chicago
Schools
September, 1970

Not Employed in Chicago
Schools
September, 1970

White

N=78

16 (21%)

62 (79%)

Black

N•32

19 (59%)

13 (41%)

An attempt was made to determine if there was.a significant difference between
the retention rates for white andrblack interns.

A null hypothesis was estab-

lished that there was not a significant difference between the two races.
ascertain the degree of significance it was necessary to find the standard

To

the two percentages, the significant difference between two percentage
for the two.percentages.

WHITE INTERNS:

Sp

-F.

.046

=

4.6\

.087

=

8.7\

BLACK INTERNS:

J'p
pl Ql
J'(pl .. P2)

p2 Q2
+

. ,g(Ppl

p2

=

.098

=

9.8%

N2

Nl

t

=

3.9

1 - P2)

e t of 3.9 represented a definite significant difference 'between the number
interns and black interns who remained to teach in Chicago inner-city
chools.

It was only necessary to obtain a t of 2.58 to have a level of confithe 1\ level, but the t of 3.9 far surpassed this level.

Since such

large significant difference was achieved it was necessary to reject the null
ypothesis that there was not any difference between black and white Teacher
orps interns in terms of .the percentages remaining to teach in inner-city

'

This investigation was interested in discovering if there was a relationship between the hometown of the interns and their ability to complete a

teacher Corps
citY·

Pr.ogr~

conducted in a large city or remain to teach in a large

The purpose for studying this factor was to determine if a pattern or

correlation appeared for interns from various types of conun\Dlities in regard
..

'to their adjustment in a large city.

I
I

1

.

into the following five categories:

·-

For this goal. the hometowns were divided
large cities.

suburban conununities. me-

dium sized cities. small towns. and rural or farm areas.

1centages for interns from the

I

The numbers and per-

five types of conun\Dlities in relation to thelr

ability to complete the Teacher Corps Program are shown in Table 35.

TABLE 35

;t

A COMPARISON OF INTERNS FROM VARIOUS TYPES OF COMMUNITIES AND THEIR COMPLETION PERCENTAGES FOR THE CHICAGO TEACHER CORPS PROGRAM
Completed the Program

Dropped out of
The Program

Large City

N=48

35 (73%)

13 (27%)

Suburban CoJlllllUJlity

N=26

15 (58%)

11 (42%)

Medium Sized City

N=l4

10 (71%)

4 (21%)

Small Town

N=l7

13 (76%)

4 (24%)

Rural or Farm Conununity

N=5

3 (60%)

2 (40%)

'Ihe results from Table 35 showed that the highest completion rate was for the
, interns from small towns.

'
This group
of interns were closely followed by the

percentages for the interns from large cities and medium sized cities.

Of

these three categories of comm\Dlities. the interesting fact was the inclusion

r

---------------,

_,_.~--------------------------------------------.......

of interns from small towns in the. group of communities having high completion
percentages.

It was felt that interns from this type of background would have

greater difficulties adjusting to
~sess

l.~fe

in a large city such as Chicago.

To

the role of the size of the interns' hometown on the retention rate

for interns, a study was made of the relationship between these two factors.
The results are shown in Table 36.

TABLE 36
A COMPARISON OF TEACHER CORPS INTERNS FROM DIFFERENT TYPES OF
COMMUNITIES AND THEIR RETENTION
IN CHICAGO INNER-CITY SCHOOLS
Employed in Chicago
Schools
September, 1970

-

Not Employed in Chicagc
Schools
September, 1970

N=48

19 (40%)

29 (60%)

N=26

6 (23%)

20 (77%)

Medium Sized City

N=l4

3 (21%)

11 (79%)

Small Town

N=l7

7 (41%)

10 (59%)

Rural or Farm Community

N=5

0 (0%)

Large City

Suburban Conununity

.

5 (100%)

In this instance as in Table 35, the highest percentage rate was obtained by

I' interns

from small towns.

The forty-one percent for interns from small towns

was closely followed by interns from large cities.

Although there were only

' none of them remained to teach in Chicago
five interns from ·rural communities,
I
1

inner-city schools.

The final areathat was investigated was the matter of the location of
the interns' hometowns.

The idea was to ascertain if the distance of one's

hometown from Chicago was an influence on the interns' completion and retention rates.

1

The objective was to test the notion that interns from the

Chicago area tended to remain in Chicago schools to a greater extent than interns from commllllities located some distance from Chicago.

In the effort to

measure the factor of the location of the interns' hometown four categories
were established:

the city of Chicago proper,

Chicago suburbs,

other com-

munities in Illinois, and communities outside of the state of Illinois,

The.

comparison of percentages for the Teacher Corps interns from different communities are presented in Table 37.
TABLE 37
A COMPARISON OF THE LOCATION OF HOMETOWNS OF TEACHER
CORPS INTERNS AND COMPLETION RATES FOR INTERNS IN
THE CHICAGO TEACHER CORPS PROGRAM
Out of the
Completed the Program DroppedProgram

1
I

I
I

I

I I

City of Chicago

N=30

21 (70%)

9 (30%)

Chicago Suburbs

N=26

16 (62%)

10 (38%)

State of Illinois

N=l

Outside of Illinois

N=53

1 (100%)
38 (72%)

0 (0%)
15 (28%)

'

~

•

The results in Table 37 illustrated that there was not much difference in

___

terms of percentages for the various groups.

(._

The only exception was the State

_____.

of Illinois category, but this was not a valid case because there was only
one individual in this category.

On

the basis of the information provided

in Table 37, one would have to state
that the proximity of an intern's home..-town to Chicago was not a significant factor in determining of the completion

I

I

i
;-

rates for the interns.
The aspect of the location of the Teacher Corps interns' hometowns was
next studied in regard to the influence of this factor on the retention rates
for Chicago inner-city schools.

Table 38 presents the results for this demo-

graphic factor.
TABLE 38
A CCJ.fPARISON OF THE RETENTION RATE OF TEACHER CORPS
INTERNS AND THE LOCATION OF THEIR OOMETOWN
Employed in Chicago
Schools
SeEtember 1 1970

Not Employed in Chicago
Schools
SeEtember 1 1970

City of Chicago

N=30

12 (40%)

18 (60%)

Chicago Suburbs

N=26

6 (23%)

20 (77\)

State of Illinois

N=l

0 (0\)

outside of Illittois

N=S3

17 (32\)

1 (100%)
36 (68%)

When the retention percentages for the interns from the city of Chicago and
the Chicago suburbs were
tained.

combine~,

a percentage of thirty-two percent was ob-

A retention rate thirty-one percent was obtained when the one

I

I

intern from the Illinois coJlllllunity outside of the Chicago area and the fiftythree interns from states other than Illinois were considered as a group.

It

I

t

~as

clear to see that the location of the· interns' hometowns in 'realtion to

Chicago was not a factor in having interns remain to teach in Chicago innercitY schools because the retention._percentages for interns from the Chicago
area and interns from outside the Chicago area were almost identical.

~

'
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CHAPTER V
SUMMARY AND REC(l.fMENDATIONS
'!be ever present concern for attracting able and dedicated teachers to
inner-city was the motivating force behind this study.

In an attempt to

attract able and dedicated teachers several new approaches to teacher
education and new programs have been established.

'!be primary purpose of

this study was to investigate the success of the Chic.ago Teacher Corps
Program in terms of its providing teachers who possessed the necessary skills
to do an effective job in inner-city elementary schools.

To prepare teachers

for communities where there is a need'for additional teachers or teachers who
possess special talents is the primary: goal of Teacher Corps Programs.

During

invest.igation a control. group of provisional teachers assigned to the
same schools in _Chic.ago as the Teacher Corps interns were compared with the
Corps members.

To make this comparison it was necessary to establish four

hypotheses pertaini.ng to the possible differences between Teacher Corps intern
and provisional teachers.
Also, the present study attempted to determine if there were any differences, on the basis of demographic factors, that disti.nguished between_
interns who completed the Teacher Corps Program and those who dropped out of
the Pr.ogram.

In the same realm comparison was made between the interns who

remained to teach in Chicago inner-city schools and the Teacher Corps interns
who left.

'!be second compariso'ns were made to determine if certain

characteristics should be considered when interns are recuited for future
Teacher Corps Programs.

'

11

i I

To test the four.hypotheses.advanced in this study it was necessary to
distribute questionnaires and arrange interviews with people who were involved

. in or familiar with
f.·
.'

the Chicago Teacher Corps Program.

The records and files

of the Chicago Consortium were utilized to obtain the. background and
demographic information for the Teacher Corps interns.
It was necessary to reject the first hypothesis which stated:

I

When compared to provisional teachers assigned to inner-city
schools. members of the Teacher Corps possessed a stronger
commitment to work in the inner-city and remained longer.

' A comparison of the

motivat~ng

factors for the individuals who either entered

I. the Teacher Corps Program or became a provisional teacher was made to test the
validity of this hypothesis.

On

the basis of responses. gathered on question-

naires three common areas were discovered for both groups, but a t at a
level of significant difference was only obtained for the matter of receiving
a draft deferment by joining the teachi.ng profession.

The t of 2.8 showed

that the possibility of a draft deferment exerted a. greater influence on the
provisional teachers.
' conunon influence.

Uncertainty concerni.ng future plans was the second

Concerning this area it could not be postulated that there

was a significant difference between the Teacher Corps interns and provisional
teachers because at of only 2.1 was obtained when the percentages for the
' two groups were compared.

The final area of conunon influence was the

important matter of individuals havi.ng a sincere interest in entering the

' emphasis on teaching in the inner-city.
teaching profession with a special
Fifty-seven percent of the interns and thirty-four percent of the provisionals

~ expressed a sincere interest in teachi.ng in inner-city schools as one of the

1 . . __ _ _

---.1

,ain influences on their decision to become teachers.
tlfO percentages produced a- t of 2. 5.

This t

A comparison of these

was close to the 2. 58 level

necessary to be considered significantly different, but since it did not reach

-

..

2.SS it was not possible to state that there was a significant difference.
The major reason that it was necessary to reject the first hypothesis was
the fact that a comparison of the retention rate for inner-city schools
favored the provisional teachers rather than the Teacher Corps interns.

The

provisionals had a retention rate of forty percent while the interns had a
thirty-two percent rate of retention.
It was also necessary to reject the second hypothesis that stated:
Because Teacher Corps interns have been provided with special
training to teach successfully in the inner-city, they were
more c'ompetent in the areas of management and control of the
inner-city classroom than provisional teachers assigned to
inner-city schools.
·
Since the courses offered were such an important part of the interns' or
provisionals 1 success in the schools both. groups were asked to evaluate the
courses they were required to take.

Both the Teacher Corps interns and the

' provisional teachers revealed a h_igh d_egree of dissatisfaction with the
courses, but there was not a significant difference between the two groups
in terms of this dissatisfaction.

Also, the interns and provisionals had a

similar concern for the matter of classroom discipline.

Beacuse of the close

similarity of the two groups, the second hypothesis could not be substaJ.ltiated.

'
The third hypothesis was centered
on the ability of Teacher Corps interns
and provisional teachers to develop a worthwhile instructional program.

Because the Teacher Corps program is based on a close
relationship between the loc.al school system and the
participating colleges and universities, in comparison
to provisional teacher Teacher Corps interns were able
to provide a better instructional program for inner-city
students.
A comparison was made of how the two groups reacted to the curriculum offered
at their schools, how frequently they were encouraged to utilize new methods

j

of instruction, and finally how frequently they actually used new methods.
The results showed that the Teacher Corps interns expressed greater dissatisfaction with the curriculum offered than the provisionals, but a difference
was not seen when a comparison was made of the extent that Teacher Corps
interns and provisionals introduced new methods in their classrooms.

I

Because

the interns and provisionals used similar approaches in their classrooms even
though the Teacher Corps interns expressed greater dissatisfaction, the third
hypothesis concerni.ng the instructional program provided by individuals in
the two groups had to be rejected.
In connection with the third hypothesis teachers, team leaders, and
principals were asked to evaluate the interns in relation to several different
areas usually associated with successful classroom instruction.

Generally,

the individuals in the four. groups questioned felt that most of the interns
had the needed skills for successful classroom instruction to a moderate
11,

I degree.

The pattern of selecting the moderate choice might have been

[I

influenced by the three point rating scale (large d.egree, moderate, and

' questions.
completely lacki.ng) used for these

With only three choices the
One

r
received from the team leaders and

cooperat~ng

teachers in comparison to the

ratings received from the principals and other teachers in the schools.

It

was noted that this was an important difference because in most instances the
...

-

r.:J..

cooperati.ng teachers and team leaders usually spent more time with the Teacher

,

Corps interns in actual classroom teaching situations.

l

I

f

[

~

The fourth hypothesis advanced dealt with the attitudes held by Teacher
Corps interns and provisional teachers toward their students.
In terms of having a positive attitude toward inner-city
students and a b·elief that inner-city students have
potential on a par with other students, members of the
Teacher Corps possessed a more optimistic attitude than
provisional teachers.
On the basis of information gathered the fourth hypothesis was accepted as

being valid.

The Teacher Corps interns selected a greater number of

descriptive adjectives to describe their students that were positive in
nature than the provisional teachers.

'~

Al though the percent.age figure con-

j

cerni.ng the Teacher Corps interns 1 feeli.ngs toward how they were accepted by

I

teachers, the 2.0 value of t did not reach the level of confidence necessary

~

their students was fifteen percent points h.igher than that of the provisional

to say that there was a s.i&nificant difference between the two percent.ages for
the two. groups • Finally, with respect to the fourth hypothesis, a study of

j the reasons advanced for acceptance or rejection tended to show that the
provisional teachers had a more pessimistic outlook.

J

'
Three of the four hypotheses advanced pertaini.ng to a significant
difference between the Teacher Corps interns and the provisional teachers had

1~~------.a
=ejected.

Among the hypotheses that had to be rejected was the very

important one that stated that Teacher Corps interns wquld remain in inner-

j city schools longer than provisional teachers. As stated previously this was

t

i

a very vital area because this was one of the major purposes of Teacher Corps
Program.

One factor that might explain the low retention rate for the

Teacher Corps interns was the influence of the interns' reasons for entering
the Chicago Teacher Corps Pr.ogram.

With a large percentage of the individuals

entering the program to receive a master's degree, to develop future plans,
or to receive a draft deferment the number of interns who remained to teach
was reduced.
In line with the second major aim of this study a series of demographic
factors were invesUgated to determine if any of them had a correlation with
interns who remained to teach in Chic.ago inner-city schools.

Initially for

each factor a comparison was made of those interns who were able to complete
the full two

yea~s

and those who dropped out of the program.

Then a second

comparison was made of interns who remained to teach in the Chicago School
System and those who did not remain.

The invest.igation studied the types of

coll.eges attended._ grade point average, .age, sex, race, size of hometown, and
location of hometown of the Teacher Corps interns.
Of the eight areas studied for comparison purposes only the types of
coll.eges and race tended to point toward any differences between the interns.
The interns from black colleges had the highest rate for both completion of
the Teacher Corps Pr.ogram and retention in inner-city schools.

Fifty percent

' were still teaching in Chicago inner-city
of the interns from black colleges
schools in September, 1970 while the other four types of colleges had
retention percent.ages ranging from nineteen to thirty-four percent.

This

factor was selected as illustrati,ng an important difference because it was
one instance where one factor had a substantial percent.age difference from
the other factors in the. group •

-

.

The demographic factor that showed the greatest difference between the
interns was the matter of race.

Fifty-nine percent of the black interns

remained to teach in Chicago inner-city schools.
one percent was recorded for the white interns.

A retention rate of twentyA comparison of these two

percentages produced a t of 3. 9 which represented a very s.ignificant difference
between the

tw~

groups of interns.

These results present the possibility of

a new invest.igation of the reasons why black interns had such a comparatively
Hgh retention rate for remaining to teach at inner-city schools when compared
to white interns. Matters such as economic factors, job opportunities,
empathy, and the factors mentioned in the related literature pertaining to
greater understan.ding could be invest.igated.
Response on some of the questionnaires and during interviews s.uggested
that the number of interns from the same ethnic. groups as the majority of
students in the schools bei.ng served should be increased.

Also some

individuals reco11D11ended that interns be selected from the same conununities
where the schools are located.
the team leaders.

These viewpoints were especially strong from

The Teacher Corps team leaders were asked on their

questionnaires for suggestions for improvi.ng the recruitment of Teacher Corps
interns in the future.

A few examples of comments of the team leaders

concerning this point follow:

'

Recruit from the. groups of "non-certified" teaching personnel.
Community participation in recruitment and selection •

.

I am not sure how they were recruited in the first place. However
I feel they should demonstrate some awareness to groups that are •
socially, ethnically, and economically different from themselves,
Publicize the program in more colleges and universities across
the country (especially. b_lack). ·
A signed coDD11itment to teach in an inner-city school should be
part of the requirement for being accepted as a Teacher Corps
hhrn.

·

The recruitment of interns was not the problem. Elimination
and dropping of incompetent interns should have been followed.through. ·
1. The program should be one for undergraduate students rather
than gradl.iates.
·
2. These students should be recruited from the very communities
we wish them to serve.
3. Emphasis should be placed on recruitment of those young
minority people who have had some college training but are
currently worki_ng in some less desirahle jobs than teaching.
Recruit from teacher-aides working in inner-city schools and
offer B. S. d_egrees.
·
Recruit and train residents already living in areas serviced by
the Teacher Corps.
Initiate a more concentrated effort toward securing interns who
have a real coDDllitment to inner-city education. Extract a
coDD11itment from them in terms of service to the community
after the term of the Teacher Corps ends.
Interns should be recruited from the same ethnic groups as
the population of which they will be active. Also they should
want to be teachers.
This study h_ighHghted the importance of the need to improve the selectior
procedure for Teacher Corps interns.

If the number of interns who enter the

program because of a sincere interest in inner-city education increases. there
is a possibility· that the retenlion rate for the interns will also increase.
It is granted that evaluation of real motivations is a difficult task, but
for the improvement of the Teacher Corps Program better screening procedures

are needed.

The idea that additional screeni.ng was a vital need was voiced by

people connected with the

p~ogram

at all levels including interns, team

1eaders, and cooperating teachers.
It is important that the Teacher Corps Program respond to the complaints
of some of the interns. ]ofany of the interns become disenchanted with the
program because of deficiencies they felt existed in the operation of the
program or the school system.

It is necessary that valid and justified

criticism be considered and corrected when possible.

As with improved

screening to increase the number of committed interns, amelioration of
deficiencies in the program will probably increase the retention rate.
The information presented in this dissertation tends to point toward the
possibility for many other areas for investigation.

Some of these possibili-

ties for study are listed below:
1. A study to determine how many of the interns who originally enrolled
in the Chicago Teacher Corps Program and then left the Chicago School
System are in some aspect still in the field of education.
2. An investigation to ascertain if any Teacher Corps interns from
Teacher Corps Program in other communities and localities are employed
in Chicago Public Schools.
3. A study to determine why comparatively more black interns than
white interns from the Chicago Teacher Corps Program remained to
teach in Chicago inner-city schools.
4. A study that would make a comparison of the abilities and retention
rate for teachers who enter inner-city elementary schools through
regular methods of preparation and certification with that of Teacher
Corps interns or pr<:>visional teachers.
5. An inquiry into what, if anything, can be done to make the courses
provided for Teacher Corps' interns of more practical value to them.
6. An invest.igation to ascertain the percentage of male Teacher Corps
interns who may have entered the Program primarily for a draft deferment
and later developed a strong and sincere interest in helping inner-city
youngsters.

7. An enlarged study of the community involvement aspect of the
Chic.ago Teacher Corps Program to determine if .the community groups•
acceptance of the Teacher Corps interns was primarily based on the
idea of a free source of labor or the feeling that the interns were
interested in the community.
·
8. A research project to determine if there is one reason or a cluster
of reasons that can explain why sixty-eight percent of the Teacher Corps
interns who entered the second and third cycles of the Chicago Teacher
Corps Program are not teaching in Chic.ago Public Schools.
9. A study of the other demographic factors pertaining to interns such
as social-economic background, aspirations for the future, and the
attitude of other family members toward the interns teaching in the
inner-city to determine if they had an influence on the retention rate.

.
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APPENDIX I
EXPLANATION AND COMPlTfATION FOR FORMULAS USED
IN THIS STUDY
standard error of a percent.age
S=
P

~
v'T

= the

percent.age of sample showing
the given response expressed as
a decimal fraction

Q= 1

- p

N = size of the sample
Standard error of the difference between two percent.ages

P • the percentage of sample showing the given
1 response for the first. group ·
·

Q1 • 1 - P1 for the first group
N = size of the sample in the first group
1
P = the percentage of sample showing the given
2 response for the second group
Q2 = 1 - P for the second. group
2
N = size of the sample in the second group
2

'

;'flI

P

t test to determine level of s.ignificance difference between two percentages
pl - p2

t =

;s.

,

.

(Pl - P2)

P
1

= the

percentage of sample showing the given
response for the first. group

P = the percentage of sample showing the
2 response for the second group

~iven

SCP _ p ) = standard error of the difference between two percent.ages
1

2

Computation to determine the level of significant difference for the retention
rates of provisionals and interns .(page
54) .
.
INTERNS:

S=/;Q=
PV7

(.32) (.68)
110

-

PROVISIONALS:

..s

p

=

;;;V-T-

S
(Pl - P2)

fP1Ql
Nl

-°\/'-

+

-

-

=

P2Q2
N2

• 32 - • 40

~~

"V".0020

r : :0022
::::::-.
-.y.uu~~

= .045 = 4.5\

=

.047

=

4.7\

(.32) (.68) + (.40) (.60)
110
llO

= -J.0020 + .0022

=

=

~ - V~

_Jc.40) (.60)
110

=

_

;::;;:;;:

--v1~Iif"

= .065

= 6.5\

= 1.2

.065

Computation to determine the level of significant difference for the influence
of a draft deferment on provisionals and interns (page 59).
INTERNS:

sp=A=

(.09)

~391)

'-y/0011 + .0049

t

=

=

~ = vl.Ooil ... 033

= .077

.09 - .31
.077

=

=

2.8

7. 7\

=

3.3\

computation to determine the level of significant difference for the influence
of indecision concerili.ng future plans for provisionals and interns (page 60).
INTERNS:

sp ..~-----N";pq- =_j(.o9)
c.91)
73

..-

_ ·l.08i9..
r.::::-:- -v~
"'\/·0011

=

.033

=

3.3%

PROVISIONALS :

up

=A .

J'

=

(P 1 - P2 )

V

-J(.24)!./6)
fPlQl

~

+

~ .. -J.0041 ... 064
=

P2Q2

=

=

.09 - .24
.072

6.4\

f(.09) (.91) + (.24) (. 76)

°N2 "'\/'-

= -}oou + .0041

t

..

=

=

73
.012

44

=

1 .2%

2.1

Computation to determine the level of significant difference concerning the
influence of a sincere desire to teach on interns and provisionals (page 61).
INTERNS:

sp =VT
~

PROVISIONALS:

.S- IPQ_
p

--v'--N-

(.57)

~343)

=ft . ...J.0034

~ .. -v'r;;;;.:.=44..:.. •

--\1'~4~

vf.0050

=

.058

= 5.8\

=

.070

= 7\

(.57)(.43) + (.34)(.66)
73
44

= -J.0034 + .0050

I

1

t

t

=

=

.57 - .34
,.092

"'

.092

= 2.50

= 9.2%

computation to determine the level of significant difference between interns
and provisionals with respect to their dissatisfaction with in-service
programs (page 67).
.
,
INTERNS:

.

~=A .;(.63)~337) .---- ~ .. ...J.0032" =

.057 .. 5.7\

PROVISIONALS:

sp

=~--rt"
;pq- -_.....;-/c. 80) 44c. 20) • .....;..;...;-44.;;..
/.i6oil •
(.63)(.37)
73
• .V,0032 + ,0036 •
•.• 63 : :80 •
.082

=

t

~

-y.0036 • • 06

+

.082 •

= 6\

(.80)(.20)
44
8.2\

2.1

Computation to determine the level of significant difference between interns
and provisionals pertaining to their concern for aaintaini,n1 classroom
'
discipline (page 71).
INTERNS:

'5'

= /PQ =

p "\/--rt"

/.2331

r;;;;;;;• ""V'·0032
•

/(.37) (.63)

•

~

. f t . -vf.Oo48 •

73

"\/"

-'1.;._7~

.057 = 5.7\

PROVISIONALS :

/PQ

.<'

"p ·~ ·9\/'-----4~

(.37)(.63}
73

=
p

t

=

1

- P·

2

"'lf'.0032 + ,0048

..

'

.37 - .30
.089

=

.I

=
.8

.089

.069

+ (.30)(. 70}

44

•

8.9\

•

6. 9\

'

colllPutation to determine the level of significant difference between interns
s,11d provisionals with respect to the amount of encouragement they received
to try new instructional approaches. (page 76).
,
iN'fERNS:

'5'

P

=v'--ir
;pq---VJ:1.68)(.32)
73

~

~
-v'-==tf-

= -v' .0030

r::::::

..

.o55

=

5.5\

. 12244
~
v4:r
= -v.0051

•

.011

..

1 .1\ .

-

pROVISIONALS:

(.34)(.66)
44

s p =y'-,t@=""=
~

=

ji\Q1

(Pl - P2) ~ -Nl

=
t

=

..

+ P2Q2

N2

--vi. 0030
=

A.68)(.32)

= '"'\/~

= .090

+ • 0051

.68 - .34

.090

=

(.34)(.66)

73

44

= 9%

3.77

Computation to determine the level of significant difference between interns
and provisionals with respect to their feeling of acceptance by their students
(page 91).
·
INTERNS:

11

s p --~--yr- = -v'~1.88)(.12)
73

•

./.lOs6 • ""'\/"vv~,
~ /"Qn1To14 •

v~44-

------J.0014
+ .0044

)<

=

=

'

t

=

=

.88 - • 73

.076

•

2.0

.076

•

7 .6\

.038 •

3.8\

computation to determine if there was a significant difference concerning the
retention rates for male and female Teacher Corps interns (page 113) •

f.!ALE INTERNS :

s=IPQ=
p vrr-

( • 3 8) ( •6 2)
66

/."i'3S'6" •

~-.../-W

r::::;;;-

y.0036

"'

.06

= 6\

' FEMALE INTERNS:

Ll77l
(\ ="'--,;/PQ • .if1.23)44(. 77) • "'144
•

'-lp

(.38) (.62)

66

= ~0036 + .0040

t

•

•

.38 - .23 .
.088
•

•

.088

~ •

.063

•

6.3\

+ (. 23)(. 77)

44

•

8.8\

1 7
.

Computation to determine if there was a significant difference concerning the
retention rates for white and black Teacher Corps interns (page 115).

WHITE INTERNS:

'5"p

=-A .. _).21~~.79)

•

Af.

-v.orn •

.046

= 4.6\

.081

•

BLACK INTERNS:
\S'P

. C'

=A . .jc.59~~.41) ~. ~
~
-r.- r · -v.;,A.21)~.192
, • c.59)~.41>
•

~ (P _ p ) -~
1

2

=
t

=

+

1

•

3

2

-../0021 + .0076

•

.21 - '.59

.098

•

=
3.9

.098

•

9.8\

8.7\
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APPENDIX II
l'

LETIERS AND QUESTIONNAIRES
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Dear Sir or Madam:
I am attempting to gathe~'the candid and frank opinions of
individuals who were previously connected with the Chicago Teacher
Corps Pr_ogram.

I

The enclosed questionnaire contains multiple choice

and short answer questions to allow you to express your reactions
and ideas concerni_ng the program.

Material_ gathered will be used
I

for a doctoral dissertation at Loyola University of Chicago and
hopefully an improved Teacher Corps Pr_ogram.

The necessary authori-

zation has been received from the Chic.ago Board of Education.
The anonymity of individuals completing the questionnaire will
be maintained; therefore, it is not necessary to identify yourself.
I would greatly appreciate your cooperation in filling out the
questionnaire and

..

return~ng

it in the self-addressed envelope

..

within the next week •
Thank you for your time and cooperation.
Sincerely,

Ernest C. Billups

•
..

.

L

,

.
·

..

.

.

,
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QUESTIONNAIRE FOR FORMER TEACHER CORPS INTERNS
Please place an X in the appropriate square.

D

0

I completed the Teacher Corps Program.

-

I did not complete the Teacher Corps Program.

DIRECTIONS: Please put a check in front of the letter that you think best
answers the multiple choice questions. A phrase, sentence or brief statement
can be used to complete the short essay questions. Any additional comments
that you would care to make can be entered on the back of the questionnaire.
1. In terms of preparing you to teach in the inner city, how would you
evaluate the courses offered during the pre-service program?
C satisfactory
A outstanding
B more than adequate ·
---.D inadequate
E very inadequate

2. In terms of helping you teach in an
evaluate the courses offered duri.ng the
B more
----.A outstanding
D inadequate
E very

---

inner city school, how would you
inservice program?
than adequate
C satisfactory
inadequate

3. Listed below are the seventeen courses offered by the Chicago Consortium of
Colleges and Universities. Plea.se arrange them in rank order in terms of how
you feel they would help prepare a person to teach in the inner city. The
course that would be most helpful should be ranked number one, the second most
helpful course should be ranked two, and so on until the course considered
least helpful is marked seventeen.
___ Methods of Teaching Language Arts in the Elementary School
Methods of Teach1ng Mathematics in the Elementary School
- - - Methods of Teachfog Science in the Elementary School
Methods of Teaching Social Studies in the Elementary School
- - - Innovative Instructional Materials and Practices for Inner City Schools
Practicum in Home-School-Community Relations I
Practicum in Home-School-Community Relations II
- - - Internship and Field Seminar
History and Philosophy of American Public Education
- - - Critique of Educational Research - Focus: Inner City Studies
Human Development and Learning
Urban Sociology
- - - Language Problems of the Disadvantaged
The Process of Education,
- - - Literature of Minorities
Teaching Reading to the Culturally Disadvantaged
- - - Techniques of Guidance and Counseling in Elementary and Junior High
School

---

---

;

......

4, If you had the opportunity to plan the preservice and inservice programs,
what alterations would be made?
·

5. How would you evaluate the help and direction provided by your team leadex'r
_ __,A superior
___B excellent
C average
___B very poor
_ _....;;D below aver.age

I __

6. What were your feelings concerning the amount of community work you were
required to do?
....;;
B a fair amount
C too little
A too much

7. To what extent was your community work directly related to classroom
activities and needs?
_ _....;;A a complete relationship
___B an extensive relationship
___c very little relationship
_ _....;;D absolutely no relationship
8. To what extent was the community work an aid in improving your classroom
instruction and gaining additional understanding concerning your students?
_ _....;;A a great aid .
B a small aid
C no aid
9. To what extent did you have a clear and definite idea of the purposes and
goals of the teacher corps program when you joined?
___A definite idea
B vague idea
C no idea
10. To what extent was your idea of the teachers corps sustained or changed
during your time in the program?
___B slight positive change
__.--'A large positive change
___c no change
·
___D slight negative change
_ _....;;E large negative ~hange
11. How did you feel about the curriculum offered at the school where you
served your internship?
_ _....;A very satisfied
B satisfied
C neutral
_ _..;:E very dissatisfied
Ddissatisfied

.---

--!
I
'I
r

l

12. What is your opinion of the administration of the school where you served
your internship?
_ _....;;A superior
B excellent
C average
___D below average
E very poor
13.

If you wish you can write

'a

brief comment concerning your previous answer.

14. What was your impression of the physical condition of the school where yo
served your internship?
B adequate
---.A outstanding
~~~C inadequate
D deplorable

---

---

15. Did the physical condition of the school influence, either positively or
negatively, your instructional program?
___A to a great extent
·
B somewhat
C not a factor
16. How would you evaluate the help and_ guidance provided by your cooperating
teacher {s)?
·
B excellent
C average
--~A superior
E very poor
D below average

I

,f~

t

--17.

-----

---

If you whh, you can write a brief coment concern;ng your answer above.

1
18. How often were you encouraged to attempt new approaches in your
instruction?
·
___B frequently
C seldom
A constantly
---.D never

---

19. How often did you attempt to utilize new techniques and approaches in
your instruction?
___A all the time
B approximately 75\ of the time
_,C approximately 50\ of the time
D approximately 25\ of the tite
E never

__
---

20. How did you feel about the type of duties and responsibilities assigned
·
to you while a member of the teacher corps?
B satisfied
C neutral
A very satisfied
_ _....,E very dissatisfied
---,.D dissatisfied
21. As a hew teacher corps intern which of the following did you find
easiest to do?
A develop student interest
B write lesson plans
---,c maintain class discipline
_ __,D keep accurate school records
E provide for individual differences

---

22. As a new teacher corps intern which of the following did you find most
difficult?
.
· '
A develop student interest
B write lesson plans
---,c maintain classroom discipline
D keep accurate school records
E provide for individual differences

---

---

.
j

23 . Which of the following abilities is most needed by a new teacher?
---:A develop student foterest
___B write lesson plans
C maintain class discipline
Dkeep accurate school records
---.E provide for individual differences

How were you accepted by the teachers on the staff where you worked?
A warmly accepted
___B accepted
C neutral
---.D rejected
E strongly rejected
24.

25. What do you feel was the major reason for the d.egree of your acceptance
or rejection?

How were you accepted by the students of the school?
B accepted
warmly accepted
- - .A
_ __,E strongly rejected
___
D rejected
26.

----C neutral

27. What do you feel was the major reason for the degree of your acceptance
or rejection?

How were you accepted by the administrative staff in the school?
A warmly accepted
____B accepted
C neutral
--~D rejected
E strongly rejected
28.

!

29. What do you feel was the major reason for the degree of your acceptance
or rejection?

30.

How were you accepted by community groups and individuals?
A warmly accepted
B accepted
C neutral
reject-ed
l:I stro.naly rejected

---o

31. What do you feel was the major reason for the degree of
or rejection?

I

l

acceptance

•

I

I

y~r

If you had an opportunity to do it over. would you join the teacher corps
again?
____B probably
C not sure
A definitely yes
---.
____D probably not
E definitely no
32.

----

------

33,

How did you become aware of the teacher corps program?

34.

What were your main reasons for joining the teacher corps?

35. In terms of education in the inner city, what do you consider to be the
one or two major problems?

36.

I

~i

Do you think the teacher corps could help correct these problems?

'

DIRECTIONS: Prom the adjectives listed below please put a chock in front of
the six or seven that you feel best describe the children you taught during
·
·
your internship.
alert
aloof

..-

honest

violent

hostile

witty

ambitious

hyperactive

bitter

idealistic

calm

impulsive

cautious

indifferent

complacent

insolent

considerate

intelligent

cooperative

lazy

courteous

lethargic

creative

loyal

cultured

methodical

curious

moody·

cynical

noisy

dishonest

passive

emotional

perplexed

enthusiastic

playful

envious

prejudicial

evil

quiet

forceful

rebellious

friendly

sad

/"/

frustrated
gentle
happy

'

shy
talkative
unemotional

,,.

I an interested in contacti.ng as many former teacher corps interns
as possible, especially interns who did not complete the program or
who are not teaching in the Chicago School System. If you know where
other former interns in your cycle could be reached, it would be
deeply appreciated if you would list their names and addresses below.
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Thank you again,

Ernest C. Billups
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QUESTIONNAIRB FOR FORMER TEACHER CORPS TEAM LEADERS
DIRBCTIONS: For multiple choice questions please put a check in front of the
letter that you think best answers the question. A phrase, sentence, or
brief statement can be used to complete the short essay questions. Any
additional comments that you care to make can be entered on the back of the
questionnaire.
·
How long
A less
--"'""'
C from
---;
E more
1.

---

have
than
five
than

you taught in inner city schools?
three to five years
three years
- -.....DB from
from ten to fifteen years
to ten years
fifteen years

---

2. How were the teacher corps interns accepted by the various segments of
the school community?
B accepted
C neutral
accepted
---:AD warmly
- -.....E strongly rejected
rejected

---

---

3. From your experience what do you think are the major reasons for people
joining the teacher crops?

4. Do these reasons seem to point toward long and continuing careers in
inner city education?
J'

.-: •'

...

'.

5. What was the major weakness of the interns you had under your
supervision?

What was the major strength of the interns you had under your
supervisiort? ;
·
. .
6,

How did the interns react to the community work they were required to do?
A eager anticipation and enjoyment
~~~-B approached it with a limited amount of enthusiasm
C considered it a necessary chore
---,D disliked it
E actively disliked and tried to avoid it
7.

---

8. In your opinion to what extent did teacher corps interns possess the
followi_ng characteristics at the completion of the internship?
A. the ability to prepare adequate lesson plans and units.
__ large d_egree
moderate
_
completely lacking
B. enthusiasm for teaching and new ideas for instruction.
_
large degree
·
moderate
__ completely lacking
C. the ability to encourage constructive student participation.
__ large degree
·
moderate
__ completely lacking
D. the ability to maintain proper classroom discipline.
_
la_rge degree
moderate
__ completely lacking
E. skill in providing for individual differences and group instruction.
__ large d_egree ·
moderate
_
completely lacking
F. an understanding and interest in the school community.
large degree
moderate
_
completely lacking
_
G. the ability to establish rapport with the students.
_
large degree
moderate
_
completely lacking
H. an adequate mastery of the subject matter being taught.
_
la_rge d_egree
moderate
_
completely lacki_ng
I. an awareness of various techniques that can be used to motivate students.
_
large d_egree
moderate
_
completely lacking
J. a willingness to conform to regulations established by the school
system or t'he local school.
·
__ large degree
._
moderate
_
completely lacki_ng
K. the ability to work harmoniously with other staff members.
large degree
moderate
__ completely lacking
_
L. a willingness to share constructive ideas and techniques for
instructional improvement with other staff members.
__ large d_egree
moderate
_
completely lacking
M. the ability to accept constructive criticism and utilize it for
improvement.
_
completely lacking
_
large degree
moderate
N. skill in using a wide variety of new and interesting instructional
material.
·
__ completely lacking
__ large d_egree
moderate

'
I

O. the ability to keep spicific and general objectives in mind while
teaching.
_
completely lacking
_
large d_egree
moderate
~
P. skill in·using a variety of techniques to evaluate the success of
instruction.
·
_
completely lacking
__ large degree
moderate
Q. the ability to keep accurate school records.
_large degree
moderate
_completely lacking

R. the ability to maintain goQd relations with the parents of students in
the class.
·
,
·
_._large degree
moderate
·~completely lacking
S. an understanding of the special' needs and problems of some inner city
students.
,
_
la.rge d.egree
. moderate
_
completely lacking
T. a sincere desire and commitment to teach in an inner city school.
__ large degree
moderate
__ completely lacking
In your opinion how many of the interns who worked with you will remain to
teach in the inner city for at least three years?
A all of them
B most of them
---c a few of them
--D none of them
9.

10. Based on their capability to effectively teach in the inner city. how
many of the interns who worked with you should remain to teach in the inner
city?
B most of them
A all of them
---D none of them
---C a few of them

11. Do you have any suggestions concerni.ng procedure for recruiting teacher
corps interns in the future?
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Dear Sir or Madam:
'',

I am attempti,ng to, gather the candid and frank opinions of
individuals who worked at schools where teacher corps interns
connected to the Chicago Teacher Corps Program served their
internship.

The enclosed questionnaire contains multiple choice

and short fill in questions to allow you to express your reactions
and ideas

concerni~g

the program, the interns, and how it affected

your school. Material, gathered will be used for a doctoral dissertation at Loyola University of Chicago and hopefully an improved
Teacher Corps Program.

The necessary authorization has been

received from the Chicago Board of Education.
The anonymity of individuals completing the questionnaire will
be maintained; therefore, it is

~necessary

to identify yourself.

,I

~

I would, greatly appreciate your cooperation in filling out the
questionnaire and returni,ng it in the stamped self-addressed
envelope within the next week.
Thank you for your time and cooperation.
Sincerely,

'
Ernest C. Billups

QUESTIONNAIRE FOR PRINCIPALS

'

DIRECTIONS: For multiple choice questions please put a check in front of the
letter that you think best answers the question. A phrase. sentence. or
brief statement can be used to complete the short essay questions. Any
additional comments that you care to make can be entered on the back of the
questionnaire.
1. Approximately how far in advance were you notified that a teacher corps
team would be assigned to your school?
·
B a half year
C a month
- -.....AD aa year
week
B a day

---

2. Did you receive any special help or background material upon being
notified that teacher corps members would he worki.ng at your school?

3. Did you actively seek to have teacher corps members assigned to your
school?

·~
I
~4

4. Do you think the principal of the school where interns work should have
a major role in structuri.ng the pi:ogram for teacher corps interns?

I
/

,!,

I

5.

What percentage of your time had to be devoted to teacher corps matters?

How were the teacher corps interns accepted by the teachers on your staff?
C neutral
A warmly accepted
B accepted
- -.....D
.....
rejected
--'--E stro.ngly rejected
6.

---

--

How were the teacher corps interns accepted by the students?
C neutral
A warmly accepted
B accepted
.....
--~D rejected
'
E strongly rejected
7.

--

[

8. How were the teacher corps interns accepted by parents and community
groups?
C neutral
warmly accepted
B accepted
----.A
.....
___E strongly rejected
D rejected

---

---

9. Did the teacher corps program create any special problems for you?
your answer is yes, please. give a brief explanation.

If

10. Would you care to have teach"er corps interns work at your school in the
future?

11. In your opinion to what extent did teacher corps interns possess the
followi.ng characteristics at the completion of the program?
A. the ability to prepare adequate lesson plans and units.
__ la.rge d.egree
moderate
__ completely lacking
8. enthusiasm for teaching and new ideas for instruction.
_
large degree
·
moderate
_
completely lacking
C. the ability to encourage constructive student participation.
__ large degree
·
moderate
_
completely lacking
D. the ability to maintain proper classroom discipline.
_large degree
moderate
· __ completely lacking
E. skill in providing for individual differences and group instruction.
__,...... large d.egree ·
moderate
_
completely lacking
F. an understanding and interest in the school colJllllUJlity.
_
la.rge d.egree · ·
moderate
_
completely lacking
G. the ability to establish rapport with the students.
_large degree
moderate
_completely lacking
H. an adequate mastery of the subject matter being taught.
__ la.rge degree
moderate
_.:___completely lacking
I. an awareness of various techniques that can be used to motivate
students.
_
latge degree
moderate
completely lacking
.
J. a willingness to conform to regulations established by the school
system or the local school.
·
large degree
moderate
_
completely lacking
K. the ability to work harmoniously with other staff members.
large degree
completely lacking
.
.
-,-- moderate
L. a willingness to share constructive ideas and techniques for
instructional improvement with other staff members.
__ large degree
moderate
_
completely lacking
M. the ability to accept constructive criticism and utilize it for
improvement.
large degree
moderate
__ completely lackiri~

-

-

-

N. skill in using a wide variety of new and interesting instructional
material.
·
·
__ large ~egree
moderate
__ completely lacki.ng
0. the ability to keep specific and. general objectives in mind while
teaching.
__ farge d.egree
moderate
_
completely lacking
P. skill in using a variety of techniques to evaluate the success of
instruction.
·
__ large d.egree
moderate
__ completely lacking
Q. the ability to keep accurate school records •
moderate
_
completely lacking
. __ 111:rge d.egree
R. the ability to maintain good relations with the parents of students
in the class.
·
_
la.rge d.egree
moderate
_
completely lacking
S. an understanding of the special needs and problems of some inner city
students.
·
__ large d.egree
moderate
_
completely lacking
T. a sincere desire and commitment to teach in an inner city school.
__ large degree
moderate
_
completely lacki.ng
12. Of the interns who served at
remain to teach in the inner city
A all of them
---:c a few of them

your school, how many do you feel will
for at least three years?
B most of them
D none of them

13. Based on their capability to effectively teach in the inner city. how
many of the interns do you feel should remain to teach in the inner city?
A all of them
B .most of them
----,C a few of them
D none of them

'

. QUESTIONNAIRE FOR COOPERATING TEACHERS
DIRECTIONS: For multiple choice questions please put a check in front of the
letter that you think best answers the question. A phrase, sentence, or
brief statement can be used to complete the short essay questions. Any
additional coDDnents that you care to make can be entered on the back of the
questionnaire.
1. Approximately how far in advance were you notified that you would be a
cooperating teacher?
B a half year
A a year
---C a month
---.D a week
E a day

---....
---

2. Did you receive any special training or preparation upon being notified
that you were to be a cooperating teacher?
·

3. Do you feel the cooperating teacher should have a large role in structurin
the program for teacher corps· interns?

4. What features do you feel should be added to the teacher corps prograa
to help cooperating teachers if they are to continue in the program? ·

s.

How long did the teacher corps intern(s) work in your classroom?
C one semester
A two school years
B one school year
---o a few months
E a few weeks

---....

---

6.

--How did you react to the

7.

What was the major reason for your acceptance or rejection?

A watmly accepted
---..D rejected

teacher corps members in your school?
B accepted
C neutral
---..E strongly rejected

'

8. In your opinion to what extent did teacher corps interns possess the
following characteristics at the completion of the pr.ogram?
A. the ability to prepare adequate lesson plans and units.
_
la.rge d.egree
moderate
_
completely lacking

r
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B. enthusiasm for teaching and new ideas for instruction.
_
large degree ·
· · moderate
_
completely lacki_ng
C. the ability to encourage constructive student participation.
__ la_rge d_egree
·
moderate
_completely lacki.ng
D. the ability to maintain proper classroom discipline.
__ large degree
· moderate
__ completely lacking
E. skill in providing for individual differences and group instruction.
- - large degree -.
moderate
- - completely lacking
F. an understanding and interest in the school community.
large degree ·
moderate
__ completely lacking
_
G. the ability to establish rapport with the students.
__ large degree
moderate
__ completely lacking
H. an adequate mastery of the subject matter being taught.
__ la.rge degree
moderate
__ completely lacking
I. an awareness of various techniques that can be used to motivate
students.
_
la.rge degree
moderate
_
completely lacking
J. a willingness to conform to regulations established by the school
system or the local school.
·
__ large degree
moderate
__ completely lacking
K. the ability to work harmoniously with other staff members.
_large d_egree
moderate
_completely lacking
L. a willingness to share constructive ideas and techniques for
instructional improvement with other staff members.
__ large degree
moderate
__ completely lacking
M. the ability to accept constructiv.e criticism and utilize it for
improvement.
__ large degree
__ completely lacking
moderate
N. skill in using a wide variety of new and interesting instructional
material.
·
__ large d_egree
moderate
_
completely lacking
o. the ability to keep specific and general objectives in mind while
teaching.
_
completely lacking
_
large degree .
moderate
P. skill in using a variety of techniques to evaluate the success of
instruction.
·
_
completely lacking
_
large d.egree
moderate
-rQ. the ability to keep accurate school records.
_large degree
moderate
_completely lacking
R. the ability to maintain good relations with the parents of students
in the class.
_
completely lacking
_
large d_egree
moderate

s.

an understanding of the special needs and problems of some inner city
students.
·
__ large degree
moderate
_
completely lacking
T. a sincere desire and commitment to teach in an inner city school.
__ large degree
moderate
_
completely lacking
9. If you know of any, please comment on any special skill or ability of any
teacher corps member that was very useful in your school.

,I
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10. If you know of any, please comment on any handicap or deficiency of any
teacher corps member that was detrimental to your school.
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QUESTIONNAIRE FOR TEACHERS
DIRECTIONS: For multiple choice questions please put a Check in front of the
letter that you think best answers the question. A phrase, sentence, or
brief statement can be used to complete the short essay questions. Any
additional comments that you care to make can be entered on the back of the
questionnaire.
1. How did you react toward the teacher corps members in your school?
__A warmly accepted
B accepted
C neutral
E stro_ngly rejecte_d__
_ o rejected
2.

What are the major reasons for your acceptance or rejection?

3. Approximately how much time per week did you have contact with teaCher
corps interns in an instructional situation?
A over five hours
B less than five, but more than one hour
--c less than one hour

j

~

4. In your opinion to what extent did teacher corps interns possess the
following characteristics at the completion of the pr_ogram?
A. the ability to prepare adequate lesson plans and units.
_
111:rge d_egree
moderate
_
completely lacltina
B. enthusiasm for teaching and new ideas for instruction.
__ large degree
·
moderate
__ completely lacking
C. the ability to encourage constructive student participation.
__ large degree
moderate
__ completely lacking
D. the ability to maintain proper classroom discipline.
large degree
moderate
__ completely lacking
E. skill in providing for individual differences and group instruction.
_
large d_egree ·
moderate
_
completely lacking
F. an understanding and interest in the school community.
large d_egree ·
moderate
__ completely lacking
G. the ability to establish rapport with the students.
_
large degree
moderate
__ completely lacking
H. an adequate mastery o{ the subject matter being taught.
large· degree
moderate
· completely lacking
I. an awareness of various techniques that can be used to motivate
students.
large degree
moderate
completely lacking

r
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J.

a willingness to confrom to regulations established by the lchQol
system or focal •school.
·
__ large degree
moderate
_
completely lacki_ng
K. the ability to work harmoniously with other staff members.
__ large degree
moderate
__ completely lacking
L. a willingness to share constructive ideas and techniques for
instructional improvement with other staff members.
___ large degree
moderate
__ completely lacki.ng
M. the ability to accept constructive criticism and utilize it for
improvement.
__ large degree
moderate
completely lacking
N. skill in using a wide variety of new and interesting instructional
material.
·
__ large
moderate
__ completely lacking
0. the ability to keep specific and general objectives in mind while
teaching.
_large d.egree
moderate
__ completely lacking
P. skill in using a variety of techniques to evaluate the success of
instruction.
·
__ large d.egree
moderate
__ completely lacking
Q. the ability to keep accurate school records.
__ large d.egree
moderate
_completely lacking
R. the ability to maintain good relations with the parents of students in
the class.
·
__ large degree
moderate
._
completely lacking
S. an understanding of the special needs and problems of some inner city
students.
·
__ large d.egree
moderate
_
completely lacking
T. a sincere desire and commitment to teach in the inner city school.
__ large degree
moderate
__ completely lacking
4. If you know of any, please comment on any special skill or ability of any
teacher corps member that was very useful in your school.

s. If you know of any, please comment on any handicap or deficiency of any
teacher corps member that was detrimental to your school.

'
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Dear Sir or Madam:
I am attempting to gather the candid and frank opinion of
individuals who were assigned to certain inner city-schools in
the Chicago Public School System as provisional teachers. The
...
enclosed questionnaire contains multiple choice and short
answer questions to allow you to express your reactions and
ideas pertaining to your experience as a provisional teacher.
Material_ gathered will be used for a doctoral dissertation at
Loyola University of Chicago.

The necessary authorization has

been received from the Chicago Board of Education.
The anonymity of individuals completing the questionnaire
will be maintained; therefore, it is
your~elf.

~necessary

to identify

I would greatly appreciate your cooperation in filling

out the questionnaire and returni_ng it in the self-addressed
envelope within the next week.

I

Thank you for your time and cooperation.
Sincerely,

-~

I

l

'
Ernest C. Billups

.
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QUESTIONNAIRE FOR FORMER PROVISIONAL TEACHERS
Please place an X in the appropriate square •.

D I am still teaching in the Chicago School System.
D

I am no longer teaching in the Chicago School System.

DIRECTIONS: For multiple choice questions please put a check in front of the
letter that you think best answers the question. A phrase, sentence, or
brief statement can be used to complete the short essay questions. Any
assitional conunents that you care to make can be entered on the back of the
questionnaire.

!
~

I

1. In terms of preparing you to teach in the inner city, how would you
evaluate the education courses you were required to take during the first
year?
A outstanding
B more than adequate
C satisfactory
E very inadequate
D inadequate

---

---

-----

---

2. How did you feel about the curriculum offered at the school where you
were first assigned as a provisional?
A very satisfied
B satisfied
C neutral
D dissatisfied
E very dissatisfied

---

---

3. What is your opinion of the administration of the school where you were
first assigned as a provisional?
A superior
B excellent
C average
___D below average
E very poor

--4.

11
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If you wish, you can write a brief conunent concerni_ng your

answ~r

above.

s. What was your impression of the physical condition of the school where
you were first assigned as a provisional?
A outstanding
B adequate
C inadequate
--~D deplorable
6. Did the physical condition of the school influence, either positively or
negatively, your instructional program?
B somewhat
C not a factor
A to a great extent

---

•

7. How often·were you encouraged to attempt new approaches in your
instruction?
C seldom
A constantly
B frequently
---D never

---

8. How often did you attempt to utilize new techniques and approaches in
your instruction?
A all the time
B approximately 75\ of the time
- - C approximately 50\ of the time
D approximately 25% of the time
E never

---

.•

9. As a new provisional teacher which of the following did you find easiest
to do?
B write lesson plans
A develop student interest
....,c maintain classroom discipline
D keep accurate school records
E provide for individual differences

--...,,

--__
---

---

10. As a new provisional teacher which of the following did you find most
difficult to do?
B write lesson plans
develop student interest
---Ac maintain
classroom discipline
D keep accurate school records
---.E provide for individual differences

---.

---

11.

Which of the following abilities is most needed by a new teacher?
develop student interest
B write lesson plans
---.....,AC maintain
classroom discipline
D keep accurate school records
E provide for individual differences

__

---

12. How were~you accepted by the teachers on the staff where you were first
assigned as a provisional?
B accepted
warmly accepted
C neutral
---.A
D rejected
E stro.ngly rejected

---

---.

---

---

13. What do you feel was the major reason for the degree of your acceptance
or rejection?

14.

How were you accepted by the students of the school?
B accepted
- - A warmly accepted
D rejected
strongly rejected

---

---C neutral

--What do you feel was the major reason for the degree of your acceptance

---

15.
or rejection?

16.

I

l

'

__

How were you accepted by the administrative staff in the school?
...,B accepted
C neutral
A warmly accepted
....D rejected
E strongly rejected

----

---

---

r

l

17. What do you feel was the major reason for the degree of your acceptance
or rejection?

How were you accepted by 'C"ommunity groups and individuals?
A warmly accepted
B accepted
C neutral
~~~D rejected
E strongly rejected
F had no contact
18.

19. What do you feel was the major reason for the degree of your acceptance
or rejection?

20. In terms of education in the inner city what do you consider to be the
one or two major problems?

21. Do you think the recruitment of more provisional teachers could help to
correct these problems?

..

•

r

L

DIRECTIONS: From the adjectives listed below please put a check in front of
the six or seven that you feel best describe the children you taught during
your first year as a provisional teacher.
alert

honest

aloof

.~·-

violent

hostile

.

ambitious

hyperactive

bitter

idealistic

calm

impulsive

cautious '

indifferent

complacent

insolent

considerate

intelligent

cooperative

lazy

courteous

lethargic

creative

.'

cultured

loyal
methodical
•

curious

moody

cynical
dishonest

noisy
'

•

; \.

...

'I

'

~

.

I

emotional

.

passive
perplexed

enthusiastic

playful

envious

prejudicial

evil

quiet

forceful

rebellious

friendly

•

sad

frustrated

shy

gentle

talkative

happy

unt-motional

witty

'
I I
Dear Sir or Madam:
Approximately two weeks _ago you were sent a questionnaire
concerning the Chicago Teacher Corps Program.

In case you have

not had an opportunity to return your questionnaire, this second
letter is being sent as a reminder •. As stated in the original
letter your answers will be confidential and anonymous.

Many of

the forms have been returned and conclusions about the success,
failure, value, etc. of the program are bei_ng formulated at this
time.

If you wish your opinions to be included in the study,

please return your questionnaire.
You can write me a brief note if you have misplaced the
original questionnaire, and I shall immediately send you another
one.
If you have already returned your questionnaire, allow me to
thank you for your cooperation.
Yours truly,

•

l.

Ernest

c.

Billups

..-·

I I
Dear Sir or Madam:
Approximately two weeks .ago you were sent a questionnaire
concerni.ng provisional teachers in selected inner city schools
in Chicago.

In case you have not had an opportunity to return

your questionnaire, this second letter is being sent as a
reminder.

As stated in the original letter your answers will

be confidential and anonymous.

Many of the forms have been

returned and conclusions are bei.ng formulated at this time.

If

you wish your opinions to be included in the study, please
return your questionnaire.
If you have

~lready

returned your questionnaire, allow me

to thank you for your cooperation,
Yours truly,

Ernest C. Billups

•

,

...

.
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